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Statement of the problem

.

In recent years there has

been increasing concern over the underutilization of women
in academe, especially on decision-making levels.

Although

women have proven capable and qualified to hold high-level
positions in colleges and universities, their rise has been
slow.

Studies have been conducted on the dynamics of re-

cruitment and advancement that militate against the success
of academic women, but little effort has been made to learn

from those women who have advanced to administrative positions in higher education.

Purpose of the study .

It was the primary purpose of

this study to develop a profile of women home economics

administrators, one of the few groups of women in higher

education which has achieved a position of leadership.

The

profile was designed to accomplish the following purposes:
1.

to provide a broad data base from which others,
through further research, might work to expand our
understanding of factors which may influence career

vi

achievement in women.
2.

to provide a better understanding of the role of
work in the lives of a group of professional women*

3.

to point out a cadre of experienced women administrators in higher education who might qualify for
even further advancement in academe,

4.

to determine support mechanisms which may assist
other women with administrative aspirations.

Procedure .

The study was limited to women home

economics administrators in the highest resident and Cooperative Extension Service positions in colleges and universities
in the United States and Puerto Rico.

To study their characteristics, backgrounds, education
and training, work history, career status, the influence of

significant events and crises, feelings about their roles,
and to obtain recommendations on how to assist other women

with administrative aspirations in home economics, the total
population of 340 women home economics administrators was
surveyed by means of a mail questionnaire.

The response

rate was 92 percent.

Findings

.

The following are highlights from the pro-

file of women home economics administrators:

over 53.2 per-

cent had doctorates? the median age was 45, and the median

number of years of professional employment was 24? almost
cases of
38 percent had had no career interruptions? in

vii

interruptions, the most frequently cited reason was for

academic study; over half of the administrators were full
professors, and over one-third had salaries in the range

over $25,000; challenging work was the highest-rated job
characteristic; 56.1 percent were, or had been, married;
the median number of children was one; they came from small

families, and the majority of mothers had not been employed;

husbands, families, and other women in administration were

seen as having facilitated their career achievement, however,
the respondents saw their own attitudes as the most facili-

tating influence; almost 50 percent had received one or more

honors for professional achievement in the past five academic
years; the administrators had a strong professional identifi-

cation; and they saw being a woman an advantage in their

career achievement only because they were in the home economics
profession.

The following were cited as having greatly influenced
the careers of many of the respondents: the responsibility for

rearing and educating children, support and encouragement from
families and superiors, crises situations in their occupational environments which placed them in an administrative
role, and being the recipient of a graduate fellowship.

viii

Academic training in administration and management,
internships or other experiential opportunities in administration, financial assistance at the graduate level, and

raising the confidence level of women were among the types
of support recommended as necessary for women with admini-

strative aspirations.

ix
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CHAPTER

I

INTRODUCTION
If every human group had been left to
climb upward
by its own unaided efforts, progress would
have been
so slow that it is doubtful whether any
society by
now could have advanced beyond the level of the
stone
age,

Ralph Linton

Statement of the Problem

During the last decade research studies have documented the status of women faculty members in higher education.

Two recurring foci have been the lack of women in

the higher ranks of academe where major decisions and poli-

cies are made, and barriers which have prevented their
ascent.'*'

Investigation of these studies reveals that al-

though the majority of women in academe have not risen in
the organizational hierarchy at the same rate as men, there

are groups of women who have achieved administrative positions.

Little effort, however, has been made to learn from

those who are administrators:

to investigate factors which

may have influenced their career achievement, and to draw
on their experience in assisting other women with administra-

tive aspirations.
It was the primary purpose of this study to develop a
1 Lora

Robinson, Institutional AnrO ysi s_. of-Sex
Discrimination: A Review and Annotated bibliogra phy, part
two (Washington: ERIC Clearinghouse on Higher Education,
June 197 3).
Ii.

2

profile of one of the few large groups of women administrators In higher education

economics.

—

those in the field of home

Through the development of such a profile, it

was hoped the following objectives would be accomplished:
1.

to provide a broad data base from which others,
through further research, might work to expand
our understanding of factors which may influence career achievement in women,

2.

to provide a better understanding of the role
of work in the lives of a group of professional

women,
2.

to point out a cadre of experienced women
administrators in higher education who might
qualify for even further advancement in
academe, and

4.

to determine support mechanisms which may assist

other women with administrative aspirations.

Orientation and Background of the Study
In recent years there has been an increased awareness
of the need to tap the vast reservoir of human potential in

those formerly disadvantaged because of social origin, skin

color or sex.

A 1$60 report of the Women's Bureau states

that women's advancement to high-level positions is a subject
tnose conof great interest not only to women but also to

Ac-

cerned with the future manpower needs of our country.
be
cording to the report, "an even greater interest may

for more
expected in the future because of the need
managerial responslpersons to shoulder administrative and
.

.

.

3

bllitles as our society Increases in Its complexity." 2

Reiterating this focus on projected manpower needs,
the psychologist Edwin Lewis stated that "estimates of
future

population growth and economic expansion needed to meet It
Indicate that the labor force will need 94 million workers
by 1975 and 101 million by 1980 .

This statement Is sup-

ported by U. S. Bureau of the Census estimates which project
that by the mid-1970's Industry will be hit by a million-

man shortage.^
Lewis believes that much of the need for an increased

work force must come from womanpower, as expressed In the

following statement:
Society is crippled when the talents of a substantial
portion of its members are not effectively utilized.
It is generally agreed that women account for the
largest pool of untapped resources in our country.
This is especially important in occupations requiring
above the average ability, in which manpower is
severely limited.
.

A more humanitarian approach to the utilization of

human talents was stated by the Women's Bureau in citing the
progress of women in the labor force:
^United States Department of Labor, Women's Bureau,
I960 Handbook of Women Workers Bulletin 275 (Washington:
U. S. Government Printing Office, I960), p. 16.
,

^Edwin C. Lewis, Developing W om a n s P o t e n i
Iowa: Iowa State University Press, ISooTi P* !4.
1

1.

(Ames,

^United States Bureau of the Census, "Women, Women
F
Everywhere, But Hot a Manager in Sight, ^cited by i-.*
Feilke, Iron Age 206 (August 27, 1970), 63.
^

^Lewis, p. 14.

4

Kost tangible, but by no means Ipo^

^

recent

can society.

Through legislation and social action women
have been
given

access" to almost the entire occupational spectrum.

But, as noted by Cynthia Epstein in her study
of the woman

lawyer,

"the proportion of women at the top of the occupa-

tional pyramid remains as thin

...

as it was in 1920

particularly in professions such as law, medicine, engineering,
academia, and business." 7
As of 1972 over 33 million women in the United States

(43.8 percent) 16 years of age and over were working or
o

seeking work. 0

However, as one climbs to those jobs of

greatest visibility in organizational hierarchies, one finds

few women.

Only about

3

percent of all women in the labor

force reach positions of management and administration,

^United States Department of Labor, Wage, and Labor
Standards Administration, Women's Bureau: Interdepartmental
Committee and Citizen's Advisory Council on the Status of
Women, American Women. 1963-68 (Washington: U. 5, Government
Printing Office, i960), p. ii.
^Cynthia Fuchs Epstein, "Women and Professional
Careers: The Case of the Woman Lawyer" (Ph.D. Dissertation,
Columbia University, 1968), p. 2.

^United States Department of Labor, The Economic Role
of Women (reprinted from Economic Report of the President,
1973), p. 91.
"The Ten Highest-Ranking Women in
Big Business," Fortune (April, 1972), p. 81.

%ynham Robertson,

5

Ironically one of the fields most often cited for its

underutilization of women is the province of liberators and
the training ground for change agents:

education.

Lewis

describes it as a profession encumbered by tradition and
advises the ambitious woman "to look elsewhere for opportunities to use her talents for administration."^
Recently, as a result of investigative studies by the

Department of Health, Education and Welfare, attention has
been drawn to women in higher education.

In colleges and

universities they remain clustered at the bottom of their
academic ranks, and there is a noticeable "pattern of

progressive evaporation of women" as rank and position
increase
In defining women’s role in contemporary society,

Epstein says, "women may be involved in the Establishment
and essential to its smooth functioning but only rarely do
i

they occupy positions of power and authority within it.

2

If the number of women in administrative positions is

elimito increase, not only must institutional barriers be
role3.
nated but al 30 women must be prepared to assume these

questions can
The answers to some of the following basic

^Lewis,

p. 162.

11 3ernice Sandler, "Women, Education, and the Arts
in higher
Patterns of Discrimination and Discouragement
Lfie
Education," in Women's Role in Conter.pc^:'^oor-liL,:Z>
nights
on numan
Report of the Hew York City Commission
572.
(New York: Avon Books, 1972), p.
|

12 Epsteln, p. 117.
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assist in preparing women for administrative roles, in gaining
their acceptance by Institutions, and in encouraging other

women to aspire to administrative positions in higher education,

What is the influence of early environment on women's

career achievement?

What personal characteristics do women

administrators in higher education possess?

What type of

educational and training experiences have administrative

women found to be helpful in their positions?

Do women ad-

ministrators have a strong sense of career commitment and
identification?

Are they productive by academic standards?

What job characteristics are important to them?

women administrators feel about their roles?

How do

Many of these

questions can only be answered by women administrators themselves.
The only consistent exceptions to statements regarding
the underutilization of women in leadership positions in

higher education are in those fields which have traditionally
been occupied by women.

Examples of these were cited by

Lora Robinson in her study of institutional variations in the
status of academic women:
The few women administrators are found in traditionUniversity
ally women's fields. This was true at the
economics
home
of Kentucky where women deans were in
were in
and nursing, and women departmental chairmen
home
dental hygiene and medical technology, and
women and
economics. ... At Purdue University 215
but most
527 men were classified as administrators,
lacking in hlg of the women were almost completely
Only the dean
level administrative authority. . . .

7

of women and the dean of the
School of Home Economics
held positions of authority. 13

These and other studies point to women
home economics
administrators as major sources of information
about women
in administration in higher education.

Definition of Terms
To provide a common ground for understanding
termi-

nology used in the study, the following terms are operationally defined:
Hogg- e colonics administrator . This term is used to
refer po the administrative head of a college, school,
division or department of home economics (or a title
ascribed to that field, such as human ecology, human
resources, human development) in colleges and universities in the United States and Puerto Rico, where
degree-granting programs identified as home economics
are offered. The title also refers to the person who
has primary responsibility for the home economics
extension program of the Cooperative Extension Service
at state land-grant colleges and universities in the
United States and Puerto Rico. The term home economics
administrator, as used in this study, does not include
those who are in the position on an ''acting" basis.

Support mechanism . This term refers to any structural
or functional mechanism which aided, assisted, or
facilitated the administrators in their career achievement, or which might perform this function for other
women with administrative aspirations (e.g., a protege'
relationship, collegial or colleagual networks, career
counseling, or administrative internships)

^Lora H. Robinson, "Institutional Variation in the
Status of Academic Women," in Academic Uor.en on the hove
eds. Alice S. Rossi and Ann Cald e rwood~( N e w York: Russell
Sage Foundation, 1973)
P* 224.
,

»
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Significance of the Study
This study has particular significance
for four
audiences:
those in a position to influence the
( 1
policies
)

and practices in higher education which
affect women,

(

2

)

women currently serving in administrative positions
in
higher education,

(

3

)

women who aspire to administrative

positions in higher education, and

(4)

the home economics

profession.
If education is to meet the needs of a rapidly changing

world, it must mobilize the talents of all of its resources,

both male and female.

This study can be of significance to

those who are able to influence decisions related to policies and practices in colleges and universities by contending

with some of the myths surrounding the commitment of women
to their professional lives and their leadership potential.

It is hoped the study will stimulate reexamination of the

following:

(

1

)

policies and practices related to the cur-

rent utilization and promotion of women,

(

2)

the potential

of women to perform at the administrative level, and

(

3)

many of the basic assumptions about women and their careers.
In higher education, the underrepresentation of women
is perhaps most pronounced in top policy-making positions and

on boards of trustees.

121.

Once administrators in sex-

Alan Miles Ruben and Eetty J. Willis, "Discrimination Against Women in Employment in Higher Education,"
Cleveland State Law Review (September 1971), p. 4-75*
lif

9

stereotyped fields have reached the
level of dean, director,
department or program head, their advancement
halts.
Calling

attention to the fact that there are groups
of credentialed
women with administrative experience in
academia may be a
significant factor in placing them as potential
candidates
for positions at policy-making levels in colleges
and universities.
The visibility of women in administration and the

possibility of identifying support systems for those who may
wish to follow in their footsteps could be of great value for
both women students and faculty in higher education.

To

encourage young women to expect more of themselves than
simply fulfilling the limited roles tradition has assigned

them and to aspire to the top ranks of their chosen fields,
it is important that they see women occupying the positions
to which they aspire.

According to Lewis, "much of one's

ability to play a role successfully comes from imitating the

behavior of others already successful in this role."^
This study can have significance for the field of home

economics in helping the profession to assess the current
status of its administrative leadership in higher education,
and in determining how to prepare future administrators.
For society as a whole, the study can be significant
in broadening our understanding of the role of work in the

lives of a group of professional women, in making way for a

^Lewis,

p.

234.

10

clear and strong commitment to the Involvement of women In

positions of responsibility on all fronts, and, thus. In
more fully utilizing our pool of available human resources.

Brief Statement of the Research Design
To accomplish the purposes outlined in this chapter,

the research was designed as an exploratory, descriptive

study, using the survey method.

Population studied

.

Three-hundred and forty women were

Identified as the total population of women home economics

administrators in colleges and universities in the United
States and Puerto Rico which grant baccalaureate or graduate

degrees in home economics, or which offer home economics
programs through the Cooperative Extension Service.

Two-

hundred and ninety-five administrators were in the top resident administrative position, and forty-five home economics

administrators were with the Cooperative Extension Service
in state land-grant colleges and universities.

Procedures .

A four-page questionnaire, consisting of

sixty-one questions in seven sections, was developed to obtain factual information and perceptual data on one-hundred-

and-fifty variables.

In addition to providing data related

eduto their family backgrounds, personal characteristics,
status,
cation and training, work history, and current career
respondents were asked to rank twenty-six factors which

the

may have influenced their career achievement.

11

The last section of the questionnaire
asked for the

respondents' feelings about being

a

woman administrator In

hone economics, and elicited recommendations
on how to assist

women with administrative aspirations In
the home economics
field.
After pretesting the questionnaire,

a

cover letter

explaining the purpose of the study and asking the cooperation of the subjects was prepared.

In addition to the re-

searcher, the letter was signed by the chairman of the

Association of Administrators of Home Economics and the
chairman of the National Council of Administrators of Home
Economics.

The questionnaire and letter were mailed to the

three-hundred-and-f orty home economics administrators.

Two

weeks after the initial deadline, a follow-up letter was
sent to those who had not responded.
A complete description of the research design,

study

population, and procedures employed appears in chapter IV.

Delimitations of the study

.

Although pretests and

interviews were conducted prior to distributing the research
instrument, the questionnaire method alone is not appropriate
Therefore, the study

for in-depth exploration of problems.
was limited to surface exploration of
of variables.

utilizing

a

a

broad cross-section

Verification of the answers was obtained by

number of questions which could be compared to

show that "in all likelihood" the responses were accurate.
It should be noted that the study did not seek to

12

evaluate the "effectiveness" of the
administrators.
The findings of the research must be
acknowledged as

applicable only to the population studied (home
economics

administrators in higher education)

and may not apply to,

or describe, other populations.

Assumptions .

The study assumes the responses were true

to the best knowledge or belief of the respondents.

It also

assumes that there were factors present in the life histories
of the members of the study population which facilitated or

hindered their career achievement, and that the respondents
were able to recall these.

Treatment of the data .

The data collected by means of

the questionnaire were coded, recorded in punched form on

data cards, and tabulated on an IBM

J>60

computer.

Content

of the open-ended questions was tabulated by hand.

The resulting information was categorized and analyzed,

and is presented in chapter V in such narrative, tabular, or

graphic form as seemed most appropriate to depict the findings.

Organization of the Data
This chapter has contained a description of the problem

under study; the purposes of the research; the background of
the study; definitions of important terms; the significance

of the study; a brief description of the research design,

including the population studied and the procedures used to

accomplish the purposes of the study; delimitations of the

13

study; assumptions; and treatment of the data.

Chapter II Includes a review of the literature, high-

lighting writings on women in academe, women in educational
administration, the leadership potential of women, and influential factors in the life histories of women.

Chapter III provides a base for understanding the
profession of the population studied by describing the home
economics movement in higher education.

Chapter IV gives an

in-depth description of the research methodology.

Chapter V

describes the data and analyzes the findings, and Chapter VI
provides a summary of the study.

Chapter VII includes

implications for further research and recommendations that
have resulted from the study and from interpretation of the

related literature on the topic.
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CHAPTER

II

REVIEW OF THE RELATED LITERATURE
This chapter surveys the literature
closely related
to the current and potential status of
women In higher education.
It summarizes the prevailing patterns
of existing

information about women In academe, women in
administration
in higher education,

the leadership potential of women, and

influential factors in the life histories of women.
Women in Academe
Ruth Oltman in her 1970 evaluation of the status of

women in academe stated:

"Higher education reflects the

society of which it is a part, including values, attitudes,
and roles assigned to women, and the socialization process

which prepares women to accept these roles.
Colleges and universities have undergone unprecedented

growth in America in the past fifty years.

Since 1950 the

enrollment has increased from 2.5 million to 7 million, and
this growth is expected to continue, at a slower rate, into
the 1900* s.

Educational expansion should have provided

increased opportunities for academic women; however, this
has not necessarily been the case according to sociologist

Pamela Roby.

In discussing institutional barriers,

she

cited the following statistics:

Camnus 1 C 7P: Where Do We Stand,?
(Washington: Association of University Women, 1970) , p. 17.
1-Ruth K. Oltman,
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gAgp lnte terms, women have shared
educational boom. There were some 40,000 In this
women employed as faculty or other professional
staff In
edu atlon in
academic year 1939 - 40 bv
f
1963-64 this
had almost tripled to 110,000 women 7
,
bo, too, the number of doctorates
awarded yearly to
S
10? flfty years ag0 *° al “ 08t
4?000 by 1970^
.

*

'

But in relative terms, women have lost ground
in academe over tne last fifty years.
Just before
AOrld bar II, women constituted 28 percent of
the
a Ul
and Professional staff in academe, but by
5
f
5T this
1963-64,
had dropped to 22 percent ...
In the
early 1920 s women earned 16 percent of all doctorates
.
.
.
but by 1969-70, women received only 13.3 percent
of the degrees awarded . . .^
The academic community has assigned women a place, but
as evidenced by their educational opportunities and their

rank, it has not been a place at the top.

Nationally, women

comprise about 22 percent of the faculty at all ranks in

higher education; however, as rank increases, the percentage of women decreases.-^

According to an HEW report,
A 1966 Office of Education study estimated that on
college faculties, women comprised 32 percent of the
instructors, 20 percent of assistant professors, 15
percent of associate professors, and 9 percent of full
professors. A substantial part of these differences
is due to the fact that women are made to wait longer
for promotion. Women who do not achieve the rank of
full professor wait 2 to 5 years longer than men in
the biological sciences, and as much as 10 years
^Pamela Roby, "Institutional Barriers to Women Students
in Higher Education," in Academic Women o n the Hove, eds.
Alice S. Rossi and Ann Calderwood (New York: Russell Sage
foundation, 1973) » p. 37.
Oltman, p. 17.
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longer In the social sciences.^
At Harvard in 1969, of the total
of 731 tenured
faculty, only 11 members were women. At
the University of
Chicago, only 11 out of 575 professors were
women. At

Berkeley in 1970, only

2

percent of full professors,

cent of associate professors, and

5

5

per-

percent of assistant

professors were women.
The only exceptions cited to this clustering of women
at the lower ranks of academe is in those fields related to

sex-typed occupations.

According to Lewis, "those in the

higher ranks are found primarily in departments of education,
home economics, and library science, and are more often in

women's colleges than coeducational schools.
Women in Educational Administration
In recent years the underutilization of women in edu-

cational "administration" has been documented on all levels:
elementary, secondary and higher education.

A suggested

reason is that women are losing ground as men invade education, once the domain of women.
^U. S. Department of Health, Education and Welfare,
Report on Higher Education (Washington: U. S. Government
Printing Office," 197lT , p.” 5^.
5 Alan Pifer,

"Women in Higher Education," a speech
given before the Southern Association of Colleges and
Schools, 1971, p« 5«

^Edwin C. Lewis, Developing Woman's Pote ntial (Ames,
p. lo2.
Iowa: Iowa State University Press, ISoo)
,
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On the elementary and secondary
levels, men constitute
only 12 percent of the elementary
school teachers but account for 69 percent of the prlncipalships
A recent study
by Suzanne Taylor on attitudes toward
women superintendents

J

notes their considerable decline in
educational administration in the past ten years. In 1959, the
percentage of male
and female principals and assistant principals
in Connecticut

was nearly equal; by 1968, two-thirds of the
Jobs were filled
by men.

In 1959 there were two female superintendents listed

among the 124, but none in I 968. 8
The most stinging research on women’s roles in educa-

tion has been done on the organizational hierarchy in colleges and universities.

The pattern which emerges from these

studies shows an ever-declining proportion of women represented at each step of the educational pyramid.
Dr. Oltman in her 1970 study found that although 87-92

percent of the Institutions she surveyed indicated that it
was their "policy" to include women in top level administrative positions and policy-making decisions, in practice it

was lacking.

Thirty-four of the schools in the study cited

no women as heads of academic departments, and the average

—

"Who Shall Be Principal A Man or A
Woman?," ra tional Elementary School Pri n cipal (January,
1969), p. 29.
^ John Hoyle,

8

Suzanne Saunders Taylor, "The Attitudes of Superintendents and Board of Education Members in Connecticut
Toward the Employment end Effectiveness of Women as Public
School Administrators" (Ph.D. dissertation, The University
of Connecticut, 1970), p. 4.
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number of women in such positions In all schools wa 3 2.6 per
school.

When women were noted as department chairmen, they

were found primarily in the fields of home economics,

physical education, English, languages, nursing and education.

Helen Kaufman in her analysis of policies and practices
in the appointment of women to selected administrative posi-

tions in higher education also found discrepancies between

theory and practice.

Although respondents agreed that sex

should not be a determining factor, almost half felt male

administrators were preferable to female administrators.-^ 0
Their attitudes may have been Influenced, however, by Kaufman's finding that there did not seem to be enough qualified

women for administrative positions.

A 1972 study by the University of Connecticut Organization of Faculty and Professional Women found that women
served as deans at that institution only in the Schools of
Home Economics and Nursing.

11

According to a member of the Pennsylvania Human Relations Commission, women are "virtually non-existent" in the

^Oltman, p. 17*

Administra^*°Helen Kaufman, "The Status of Women in
Education in the
tion in Selected Institutions of Higher

University,
United States" (Ph.D. dissertation, New York
1961), p. 199.

of
The University of Connecticut Organization
and
^acuity
of
Status
the
"On
Faculty and Professional Women,
(i.arcn
Connecticut
Professional Women at the University of
i:L

1972).
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policy level in administrative positions In higher
education. 12

This statement was reinforced by a report on the

status of women at Ohio State University, which showed
that

women had little power in critical decision-making.
February 1, 1971, the report stated:

As of

"there were no women

serving in positions of vice presidents or deans, or in any
of the top administrative policy-making positions . "13

A recent report issued by the National Association of
State Universities and Land-Grant Colleges refers to the

1970-71 findings by Dr. Margaret Helen Arter, which showed
the median number of women in the top level positions in

NASULGC-member institutions was zero at that time.

Sixty

percent of the institutions surveyed by Dr. Arter did not
have any women administrators who met the criteria of her
study.

In a 1972-73 NASULGC survey the institutions had

made slight progress:

all but one of the institutions

responding had at least two administrators who met the
criteria of the Arter study.

14

The major portion of women in administration in the

recent survey were in middle-management jobs or in "channeled"
12 Alan Miles Reuben and Betty J. Willis, "Discrimination Against Women in Employment in Higher Education,"
Cleveland State Law Review 20 (September, 1971), 475*
of the Ohio State University Ad Hoc Committee^
on the Status of Women 68, cited by Reuben and Willis, p. 476.

^Report

^National Association of State Universities and Land-

Grant Colleges, Fo r Your Informati on, circular number 182
(June 29, 1973), P« !•
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fields (those fields to which women have
been traditionally
directed).
Seventy percent (605 out of 864) were
classified as middle management. There were
52 women in the

position of dean or director of nursing and 28
deans of home
economics among the 166 women listed as chief officers
of

academic or research sections.
The elite group of women administrators who held top-

level, policy-making positions not traditionally given to

women was only 1.9 per institution. 15
The Leadership Potential of Women

A study done by the Johnson O'Connor Research Foundation Human Engineering Laboratory indicates that in the
field of management the aptitudes which seem to underlie

success are objective personality, abstract visualization,
and high English vocabulary.

Their tests on aptitude and

knowledge showed that equal numbers of men and women possessed objective personality and high vocabulary.

women had abstract visualization than men.

More

Theoretically,

at least, there ought to be more women in management than

men. 1 ^
In his work comparing the leadership behavior of male

and female school principals, using the Leader Eehavior
15 Ibid., p. 2.
16 Jon J. Durkin,

"The Potential of Women," Report of

the Johnson O'Connor Research Foundation Human Engineering
(Mimeographed.)
Laboratory, Poston, Mass, (undated).
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Description Questionnaire, Van Keir found few significant
1

differences in men and women as principals

—

and those few

differences favored women; 17 Hoyle substantiated this in
similar study. 18

a

In her study, Hors ink found no indication

that sex is a factor in principalshlp

^)

In a study of dimensions of administrative performance
in a simulated school, the performance of 137 men and 93

women principals was compared.

The results showed that

women should at least be given equal consideration with men
in seeking elementary principals.

On-the-job behavior demonstrated that women know more
about teaching, are more concerned with goals and evaluation,
are more willing or able to provide instructional leadership.

Men tended to decide and act more independently; women, by
contrast, tended to reach decisions only after consulting

with subordinates and superiors.

In total, the evidence

appeared to favor women if the principalshlp is a position
that places high value on working with teachers and outsiders, being concerned about the objectives of teaching,

pupil participation and the evaluation of learning, having

knowledge of teaching methods and techniques, and gaining
17 Edward Van Keir,

"Leadership Behavior of Male and
Female Elementary Principals," in Dissertation Abstracts.
3643*
International 32A (1972)
,

1 ^Hoyle,

pp. 23-24.

omen
19 Helen M. Korsink, L£ad_er_ Behavior of Men and
Sec ond ? ry So Pool rinc pa Is ( Washington national Council
n Education, 1969).
oj „
ox Adminis ox’uUj-vo
7

f

~

:

i
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pOoltive reaction from both teachers and superiors. 2 ^

Influential Factors in the Life Histories of Women
Ginzberg in his study of the life styles of educated w omen found that they differed substantially from the

patterns of men he had previously studies

—

in the occupational aspects of their lives.

particularly
The majority of

the women in the study possessed much more complex career

patterns than men, primarily because of the decision inter-

action between work and home.
Ginzberg and his associates found many significant

relationships between the level of occupational achievement
of these women and other realms of their lives.

They speci-

fically cite the women’s education, fields of specialization,
career patterns, and family structure; however, they stated:
The overriding determinant was unquestionably the
number of years spent at work. Those who had a more
or less continuous work history were much more likely
to do well, while those who had only a brief or intermittent work pattern had little opportunity to secure
or hold a preferred position.

Helen Gardner in her study of women administrators in

Illinois found that her population sample tended to come

from small families, were more likely to be single than
Daniel E. Griffiths and Norman
Prederiksen Administrative Performance and._rersorv\lAtv
(Hew York: Bureau of Publications, Teachers College,
Columbia University, 1962), pp. 333-334-.
20 John K. Hemphill,
,

21 Eli Ginzberg, Life, Sty les

York

o f Educated women (New
19oo7"»
Press,
P* 106.
Columbia University
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married, had at least a master's
degree, had pursued a
variety of fields of study, had followed
career paths which
began with office work or a teaching
position, strongly supported the professional organizations in
their fields, gained
their positions for reasons other than the
coursework taken
in college (with the exception of librarians),
and reached

their status on their own initiative.

(Those who were aided

to achieve their positions found this help in
a former

employer or supervisor, or in another school administrator.) 22

Astin in her study of women doctorates found that data
related to their personal and family characteristics, career
choices, career development and work patterns, and occupa-

tional achievements and rewards provided significant information as to how the talents of professionally trained women
2
are utilized. ^

Mary Bach Kievit refers to the work of Roe, one of the
major researchers in vocational behavior, who states that

knowledge of family background is fundamental to the understanding of vocational behavior.

He theorizes that the

child's early experiences with his family create or foster

attitudes, Interests and capabilities which will be given

22nelen Rogers Gardner, "Women Administrators in
Higher Education in Illinois: A Study of Current Career
Patterns" (D.Ed. dissertation, Indiana University, 1966),
pp. 104-107.
2 ^Helen 3. Astin,

The Woman Doctorate in America (New
York: Russell Sage foundation, 19o9
)
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expression in the general pattern of his adult life. 2 ^

According to Kievit, in the past twenty years considerable

research has concentrated on vocational career development
however, it has focused almost exclusively on male populations.

Jeanne Peters and Ronald Burke drew from the work of

Herzberg and his researchers in relating the influence of
certain types of rewards to Job satisfaction.

Peters found

that constituents of Job happiness and unhappiness appear to
be more related to task or functional aspects of the Job for

men, while for females they are related to Job environment

Burke's studies, however, showed surprising agreement
among his male and female populations in their rankings and

preference for ‘'motivators" (Job characteristics which
satisfy the individual's need for self-actualization and
self-realization).

He also discovered that although females

could predict the ranking order of male motivators, males

were unable to predict the rankings of females.

Burke ac-

counts for this by discussing the threat posed to males in
the academic and professional occupations by the current

influx of women.

"This increased threat can be minimized,

according to the defensive-comparison principle, if females
Bach Kievit, A Review and Synthe sis of Research
Government
on Koine n in the World of Work (Washington: U. S.
p~* 99 •
Printing Office, 1972)
2

^ Mary

,

25 Jeanne Reeves Peters, "Constituents of Experience
Women U'n.D.
in Job Happiness and Unhappiness in Employed
dissertation, Iruquesne University, 1969)*
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are seen as incapable of wanting the
same things as males,
or as not wanting the same things as
males.
It can be

assumed males would be more likely to base
institutional
rewards for females according to what they

"perceive'' to be

the job characteristics important to them;
therefore, it

becomes important to know if these are, indeed, the
characteristics essential to women.
In appraising the status of academic women, Helen Astin

emphasizes the need for further knowledge about the entire

career profile of the highly educated woman in order to
"counsel wisely and plan appropriately for the generation
of young women to come." 2 ^

The literature reviewed calls attention to a number of

potentially influential factors in the life histories of
women which may affect their career decisions, patterns and
achievements:

personal and family characteristics, career

patterns, work history,

job characteristics,

achievements and rewards.

occupational

The researchers indicate knowledge

about these factors can provide significant information as
to how the talents of women might be utilized and the role
of work in the lives of women.
20

Ronald J. Burke, "Differences in Perception of
Desired Job Characteristics of the Same Sex and Opposite
Sex," The Journal of Genetic Psychology 109 (1966), 44.
27 IIelen S. Astin, "Career Profiles of Women Doctorates,
eds. Alice S. Rossi^and Ann
in Academic Women on the Hove
P» 139.
Cald e rwo od ( New Y o rk Rus sell Sage Foundation, 1973)
,

:

»

26

Although several researchers alluded to the fact that
women associated with sex-stereotvped fields are exceptions
to the status of women in general in academe,

attention was given to them as

a source

only passing

of information which

might add to our knowledge of professional women.

It is

hoped this research on women home economics administrators,
one of the largest groups of women in higher education, will

add to the sparse storehouse of knowledge of women in colleges
and universities, and will lay a foundation for further re-

search
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CHAPTER

III

THE HOME ECONOMICS MOVEMENT
IN HIGHER EDUCATION
The ascent of home economics in higher education was

neither historical accident nor an outgrowth of the women's
movement In colleges and universities.

It was, however,

concomitant with the early history of academic women in the

United States.
Dr. Jessie Bernard, in her book Academic Wome n, pre-

sents one of the most comprehensive summaries available on
the rise of women in higher education.

activity into four periods:

She divides their

the first, beginning about the

middle of the nineteenth century and continuing at a rapid
pace until the turn of the century; the second, from about
the turn of the century to 1920, when growth was at its

greatest; the third, in the 1930*

s,

when there was a marked

slack in the growth rate; and the fourth, since the 1930's,

which has been one of steady decline.^

It is the second

period on which this chapter focuses.
Historical Perspective
The late 1800's spawned the rise of women's colleges

women
and initiated the first great demand for academic
zealous in
women who were fresh from reform struggles and
the cause of higher education for their sex.

But, by the

Park, Pa
Ijessie Bernard, Academic Corner (University
31.
p.
1964),
Press,
The Pennsylvania State University
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turn of the century, their concern for the
reforms peppering
the country began to be muted by the pull
of academic

quietism.

It was during this period that the land-grant

colleges began to boom, and the idealism of another
set of

women began to take active form in what was called "the home
economics movement."

Although it had its origin outside the

ivy-covered walls, by college-trained women not necessarily

themselves on college faculties, the movement quickly became
absorbed by the state land-grant colleges and universities.^
These women were uninhibited and intensely
service -- but not necessarily reform -oriented, an orientation which continued to
characterize them even when they later became
academic women.
The major intellectual Interest of the academic
women in the elitist women's colleges was the
humanities, but among the academic women who
brought the home economics movement to the landgrant colleges, it was science. 9
The profession's humanistic approach to the application
of scientific principles was apparent, both by its earliest

definition and in it3 approach to present challenges.
Home economics in its most comorehensive sense
is the study of the laws, conditions, principles,
and ideals which are concerned on the one hand
with man's immediate physical environment and on
the other hand with his nature as a social being,
and is the study specially of the relation between these two factors."^

2lbid,pp. 31-35.
3lbid., p. 34.

^Lake Placid Conference on Home Economics, Proceedings
1902, pp. 70-71.
of the Fourth Conference
,
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Home economics programs can actualize the
visions
of a more harmonious integration of
self, a more
complete development of talent and ability,
attain the urgent goal of freedom from want and
freedom from feelings of inadequacy, or hopelessness, and provide the help in what might be
called greater human development for a humane
society .3

During the early 1900’s the home economics movement in

higher education received considerable advancement through
federal legislation.

In addition to the formal academic

curriculum of state land-grant colleges and universities,
in 1914 a unique concept in the dissemination of knowledge

was given legislative support.

With the passing of the

Smith-Lever Act, the Cooperative Extension Service, emanating from these Institutions, was born.

The Act specifi-

cally provided for federal and state cooperation with

communities in diffusing useful and practical information
on subjects related to home economics and agriculture,

thus creating new positions for home economists and in-

creasing the need for college-trained women in the field.
The Cooperative Extension Service, an outreach program

which funneled the discoveries of the laboratory directly

to

the people who could use them, was designed to bridge the

gap between the academic Institution and the needs of the

5Naomi G. Albanese in A History of the Connecticut Home
Economics Associatio n by Ruth C. Cowles (Ellington, Ct.:
R Press, Inc. , 1973) » P* 30.
K
<Sc

^Lincoln David Kelsey and Cannon Chiles Hearne,
Comstock
Co operative Extension Work (Ithaca, N. 7
Publishing Co .T~f949l7 P* 31*
.

:
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community.

It established positions for highly-trained

specialists within the academic setting to act as translators
of educational research and to conduct applied research, and

positions In off-campus locations for educational change
agents.

This facet of academe went "to" the pupils, rather

than bringing the pupils to the classroom, in a massive pro-

gram to

’’help

people help themselves" through education.

Today the Cooperative Extension Service programs of
state land-grant colleges and universities in the United

States and Puerto Rico employ almost 16,000 educators, not
only In home economics and agriculture but also in 4-H and

youth development, and community resource development.

Of

these, almost 5,000 are skilled home economists with one or

more degrees.^

Early Scientific Leadership
In her book, Dr. Bernard selects seven early academic

women who, to her, provide inspiration.

One of these is

Ellen Swallow Richards, the first woman faculty member at
M.I.T. and a pioneer in the home economics movement.

"Between 1866 and 1868 she suffered what

...

we have

young
come to recognize as a common malaise of talented

women, the frustration of unused capacity.

1

^

In IcoS she

7 m . j. Mast, ed., County Agents Directory (Flossmoor,
111.: C. L. Mast, Jr, & Associates, 1973), PQ

°Bernard, p. 9*
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entered Vassar as a special student and became Immersed
In
the study of chemistry.

After graduation at the age of

twenty-seven, Ellen Swallow (Richards) applied to the Massa-

chusetts Institute of Technology, which up until that time
had admitted only male students, for further study In the

field of chemistry.
’‘special student”

On the day of her admission as a

(so classified to avoid any repercussions

should there be concern expressed over her admission), the

following resolution was passed:
Resolved: that the Faculty are of the opinion
that the admission of women as special students Is
as yet in the nature of an experiment, and each
application should be acted upon in its own merits,
and that no general action or change of the former
policy of the Institute is at present expedient.

Upon receiving her B.3. from K.I.T. in 1373, she went
into the private practice of sanitary chemistry, and in 1876
she became instructor in the so-called Woman’s Laboratory,

established at K.I.T. that year to train teachers in laboratory techniques.

In 1883 the laboratory was torn down, but

fortunately she was made an instructor in sanitary chemistry
at K.I.T. the next year, and held this position for twenty-

seven years.

She also established correspondence courses

and served, in effect, as dean of women.

Ellen Richards coined the term "euthenics" for the

^Caroline L. Hunt, The Life of Ellen H. Rlchardj.
(Washington, D. C.: American Home Economics Association,
1942), p. 41.
10 Bernard, p. 9 »

32

science of the controllable environment (the
term often used
in place of home economics by the early women's
colleges),
and she became the patron saint of the home economics
col-

leges.

It was from her the profession received its
great

emphasis on science in the service of human living, and under
her leadership the many small home economics movements were
drawn together.

She served as the first president of the

American Home Economics Association, as well as being one of
the founders of what is now the American Association of

University Women.
The importance of strong academic leadership in the

growth of the home economics movement in higher education
cannot be overemphasized.

Highly-trained women scientists

were at the top level of faculties of home economics colleges.

Many of the leaders in the first two decades of

this century had earned their doctorates at Yale and the

University of Chicago.

Yale graduates included Alice F.

Blood, Ph.D. in physiology, 1910, who became director of the

School of Home Economics at Simmons College in Boston;

Margaret M. Justin, who carried her doctorate to Kansas,
where she became dean of home economics at Kansas State

Agricultural College in 1923; and Louise Stanley, a 1911
doctorate, who taught home economics at the University of

Missouri from 1907 until 1923.

Katherine Blunt and Anna E.

Richardson both earned doctorates at the University of
11 Bernard, p. 11.
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Chicago*

Dr* Blunt went on to become chairman of the

Department of Home Economics at the University of Chicago,
and Dr* Richardson became dean of home economics at Iowa

State University from 1923 until 1926. 12
It should be noted that the Inclusion of men in home

economics had its roots in the founding of the profession.
Among the prominent leaders of the movement were Dr. W. 0.
Atwater, developer of the Atwater-Rose Calorimeter basic to
the study of caloric values; Kelvil Dewey, secretary to the

New York Board of Regents and organizer of the Dewey Decimal
System; Dr. Lafayette Mendel, famous for his work in nutri-

tion and holder of the Sterling professorship at Yale from
1921 until his death; and Dr. C. F. Longworthy, associated

with Dr* Atwater in nutrition research at Wesleyan University, Middletown, Connecticut, who became the first director
1
of the Office of Home Economics in Washington, D. C. ^

Growth of the Profession
By the middle of this century, home economics In aca-

deme had flourished not only in state land-grant colleges
and universities but also in other public institutions of

higher education, and in church-supported and private educational settings, on both the undergraduate and graduate
•^Bernard, p* 281.

l3Ruth C. Cowles, A History of
Economics Association (Ellington, Co.: K
ppT 9 -11.

cc

K

j

i

r~oo,
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levels.
The most recent compilation of home economics enroll-

ments In colleges and universities in the United States and

Puerto Rico reports these statistics:

the 373 institutions

of higher education granting bachelor's or higher degrees

had 101,038 students majoring in home economics as of the

fall of 1971.

Of this number, 93»62l were enrolled in

undergraduate programs, and 7,417 were in graduate programs.
That year, 18,417 baccalaureate and 2,374 graduate degrees
were awarded in the field.

Compared with the 1969 enroll-

ment figures, the 1971 enrollment represents an increase of

12.4 percent at the undergraduate level and 27.0 percent at
the graduate level.

14

One response to meeting the growing needs of the pro-

fession was a movement, which began in the 1950's, to improve the training for doctorates in the field of home

economics rather than drawing completely from those with

doctorates in related fields.
In 1950-51 only 20 doctorates in home economics were

granted; by 1954-55 the number had tripled to 61.

In the

indecade between 1950 and I960, the rise represented an
of 33.9
crease of 150 percent, compared with an increase

Home
Laura Jane Harper and Catherine E. Woteki,
Higher
or
cheLorl^
E c on om ics in Institutions Grnntlng.fe
iiie Amor can Home
C.
v*
Washington,
Decrees 1970—71
Economics Association, 19^2), P* 3«

l4
:

(

:
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percent in all fields.

^

By 1971, the number enrolled in

home economics doctoral programs had risen to an Incredible
649, with 125 doctorates granted that year (17.6 percent

being awarded to men),^
In the home economics movement, academic women are
themselves an elite of scientists and entrepreneurs
in the classic sense.
They have been innovators
who, if they have not always known precisely what
they wanted, have known at least how to get it.
Against competing demands on university budgets
they have managed to get funds for building up a
remarkable series of colleges • • .17
15‘'Degrees in Home Economics," School Life
1961, p. 26.

^Harper,
^Bernard,

p. 3.
p. 97.

,

October
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CHAPTER

IV

DESCRIPTION 0? THE RESEARCH DESIGN
This study was designed to be exploratory and suggestive
in nature.

Through Investigation of one group of women ad-

ministrators in higher education, it was hoped some clues
might be provided as to what influences occupational success
for academic women.
To accomplish the primary purpose of the study -- to

develop a profile of women home economics administrators in

higher education -- It was necessary to identify the total
population, to solicit their cooperation, to develop an instru-

ment appropriate for reaching a highly- educated population

dispersed over a wide geographic area which would yield a
large body of data, to administer the instrument, and to

analyze the completed responses.

This chapter describes how

each of these steps was accomplished.
Study Population

Selection and identification of the population

.

In a

study sponsored by the Association oi Administrators of Home

Economics in 1970, questions were raised concerning the
future role of administrators of home economics programs in

higher education.
stated:

M
.

.

.

The research report published by the group

the future role of the college administra-

occupying admlnistor was viewed by most of those presently
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trative positions as one requiring new insights and compe-

tences." 1

It was this report which stimulated the initial

interest of the investigator in women in administration.
To identify home economics administrators, first it

was necessary to develop an up-to-date list of colleges and

universities in the United States and Puerto Rico which
granted baccalaureate or graduate degrees in home economics.
The publication Home Economics In Institutions Granting

Bachelor's or Higher Degrees: 1970-71 served as the primary
reference.

p

This source was then checked against the organi-

zational rosters of the Association of Administrators of
Home Economics in State Land-Grant Universities and Colleges
and the National Council of Administrators of Home Economics,

and the American Home Economics Association listing of home

economics administrators In higher education.

By checking

these sources and writing letters to administrators, 295

women were identified as the total population of women in
the highest "resident" home economics positions in higher

education.

Using the professional listing of all Extension

workers in state land-grant institutions and cross-checking
economics
this with association rosters, forty-five women home

Goals and Guidelines for Research in Home
AdminEconomics," a study sponsored by the Association of
ol.
p.
istrators of Home Economics, October 1970,
1 "National

Home
^Laura Jane Earner and Catherine E. Hoteki
.ojrjjljnner
chelor..
s_
Economics in Tv, e Htntinns Granting Be
economics
home
American
The
tonT
C7
hing
1
Uo r r e e s
0-T Has
Association, 1972).
,

:

1-

(
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administrators with the Cooperative Extension Service were
identified to be included in the study.

These two groups

comprised the total population of 340 women administrators

occupying the highest resident and Extension positions in
home economics in higher education in the United States and

Puerto Rico.
Initial contact with the study population

Donald

.

stresses the importance of tying respondents in with the

sponsorship of a survey in eliciting high returns,-^ and
Ferness notes that rates also tend to be higher when respondents have special interest or involvement with the content

areas covered by the questionnaire
To be assured of high interest and active involvement
on the part of the respondents, the project was discussed

with headquarters staff of the American Home Economics Association and the chairmen of the National Council of Administrators of Home Economics and the Association of Administrators
of Home Economics during the spring and summer of 1973.

Their encouragement and interest further inspired the research.
for
^Marjory N. Donald, "Implications of Nonresponse
rnbMc
Data,
the Interpretation of Kail Questionnaire
Opinion quarterly 24 (I960), 100.
Response
^Abbott L. Ferness, "A Note on Stimulating
16 (1951)»
Review
to Questionnaire g " American Sociological
1

,

,

9

247

.
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Research Instrument
S electlon_of the,

resear ch Instrument .

In determining

the most appropriate research instrument
to use in this

study, it was necessary to weigh the relative
advantage of

several types against the purposes and conditions of
the

investigation.

According to Goode and Hatt,
In spite of many abuses, the mailed, self-administered
questionnaire remains a useful technique in .
research
The crucial point in its use is
determining whether or not this method of data
gathering is the best one possible in the specific
.

....

.

situation.-3
The authors cite the following applicable requirements
in determining the appropriateness of the mailed question-

naire as a research instrument:
required,

(2)

(1)

the type of information

the type of respondent reached,

cessibility of respondents.

(3)

the ac-

Goode and Katt see the question-

naire as most fruitfully used for a highly select group of

respondents with a strong interest in the subject natter,
good education, and when the respondents are widely dispersed

geographically
Since the purpose of this study was to provide a broad

data base relative to the population, to reach a highly educated group about a subject of great interest to their field,
K. Hatt, Methods in. Social
17° •
Research (New York: McGraw-Hill Book Company, 1952), p.

William Goode and Paul

6 Ibid.
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and widely dispersed throughout the United States and Puerto
Rico, the mailed questionnaire was determined to be the most

feasible research instrument.

Development of the research instrument

.

The process

of collecting items for inclusion in the questionnaire was a

long and complex one, based on an in-depth review of the

literature related to the problem and knowledge of the concerns of the study population.

A preliminary list of questions for possible inclusion
in the study was discussed in unstructured, exploratory inter-

views with a group of women administrators similar to the
study population.

From these interviews emerged the first

draft of the questionnaire, in unstructured form.

The draft

was then administered to another group of administrators.

Based on the interviews with the first group and the responses from the second group, a semi-structured pre-

questionnaire was designed.
By July of 1973 a cover letter had been written to

accompany the pre-questionnaire, and the next developmental
stage took place.

A group of women identified by tneir uni-

versities as current or potential administrators in home
at
economics were asked to respond to the test questionnaire
a

meeting sponsored by the Association

Home Economics in Zion, Illinois.

o.t

Administrators of

When the questionnaires

the respondents to
were returned, interviews were held with

interpreted as intended,
make certain the questions had been
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to determine if the content was
appropriate to their ex-

periences and responsibilities, to further
probe the answers to unstructured questions, and to examine

the alter-

natives given in structured questions.

Respondents were

also asked the format they preferred.
The information gathered from this group of women

administrators was incorporated, and the questionnaire began
to approach the structured stage.

At this point the pre-

liminary form was reviewed by specialists in the area of

questionnaire construction, and for face validity, alterations were made in the order of several items.

The Univer-

sity of Massachusetts Graduate Research Center was also

consulted concerning style and form, as the data was to be

recorded on key punch cards for computer analysis.
Since it was recommended by Goode and Hatt that self-

administering questionnaires not exceed 30 minutes,

and

knowing the demands on the time of the study population, it
was important that the questionnaire be timed.

As a result

of the timed test, some slight alterations were made in

form.

The final pretest, including both the research in-

strument and the cover letter designed to accompany it, was
taken by a group of male and female administrators.

average time for response was 17 minutes.

The

At this stage it

was determined the questionnaire was ready for distribution
to the study population.
7 Ibid

• ,

p. 134.
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pescrlTvtlon of the research tool

.

The research Instru-

ment was designed to involve the study population and encourage their interest.

It was structured as a logical

progression to encourage an orderly pattern of recall, with
highly structured questions that could be answered without

reference to other materials.

To save the respondents

time, sieve questions were employed which enabled them to

skip inapplicable topics.

Although the questionnaire was designed to be highly
structured, a few open-ended questions were deemed important

where it was perceived there might be strong respondent
feelings, or there seemed to be a need to probe a response
more deeply.
One of the weaknesses frequently cited in mail ques-

tionnaires is the inability of the researcher to know if the

respondent is answering accurately.

In order to try to

overcome this obstacle, several "check" questions were placed
in the questionnaire to parallel or confirm each other.

Eoth

validity and reliability were sought in these attempts to
develop well formulated questions.
In view of the myriad of mail received by the adminis-

aptrators, it was important that the questionnaire be as

pealing as possible.

It was typed In two-column form, the

out for
format preferred by the pretest groups, and laid

11" x 17" ITEK reproduction, in reduced-type form,

ihe ^innl

stand oat
questionnaire was printed on blue stock so it would

A3

from other mall, and center-folded to four 8£"
x 11" pages.
Page one contained sections on early life and
personal data;
pages two and three requested information related
to education and training, work history, and current career
status;
and page four gave the respondents the opportunity to indicate the perceived influence of selected variables and to

express their feelings on the salience of being a woman home

economics administrator.

Following the final question, the investigator's name
and return address were printed, and the respondent was

thanked for her contribution to the study.
A copy of the questionnaire is found in appendix A.

Questionnaire cover letter

.

The cover letter, or

letter of transmittal, attempted to anticipate questions

which might be of concern to the administrators.

It explained

the purposes of the study, the need for it, why the administra-

tor had been selected to participate, and the organizations

supporting the study.

It also assured the respondent of her

anonymity, explained the coding system, and offered a summary
of the study results upon request.

Since the time factor was known to be significant to
the administrators, the cover letter stated that the ques-

tionnaire had been designed to take a minimal amount of time,
other
and could be answered without need for reference to

material.

With the permission of the university where the

u
Investigator Is employed, the cover letter carried the
official letterhead of that institution*

It was co— signed

by the investigator and the chairmen of the Association of

Administrators of Home Economics in State Land-Grant Universities and Colleges and the National Council of Administrators of Home Economics.

It was printed on high quality white

bond paper, using the ITEK process of reproduction.

A copy

of the letter of transmittal is found in appendix B.

Study Procedure

Dissemination of the research instrument

.

Each cover

letter was individually addressed to the person from whom

a

response was desired, both on the Inside address and the
greeting.

The letter was attached to the front of the

questionnaire, and the return envelope (preaddressed and prestamped) was stapled to the last page.

addressed to each potential respondent.

An envelope was then
The envelope, cover

letter and questionnaire all clearly identified the return
address of the Investigator (a rented post office box).
In October 1973,

two weeks prior to the annual meeting

the
of the Association of Administrators of Home Economics,

research instrument and cover letter were mailed to the
study population.

Questionnaire follow-un

.

The investigator attended

Administrators of
the October meeting of the Association of
where the chairman
Home Economics in Williamsburg, Virginia,

/

of the organization discussed the purpose of the
study and

stressed the Importance of the administrators' involvement.
The chairman of the National Council of Administrators
of

Home Economics encouraged the response of her membership

through their regular membership newsletter.

Both the writ-

ten and oral support from these groups did much to stimulate

response.
On November 14, 1973> two weeks after the due date of

the questionnaire, a "reminder" packet was sent by air-mail
to those who had not responded.

The packet included a brief

reminder note, another copy of the initial cover letter and
questionnaire, and an "air-mail" stamped, preaddressed return envelope.

The reminder appears in Appendix C.

The response rate for mail questionnaires is of major

concern to the investigator using this method of research.
The most frequent response-related problems are:

(1)

the

identification of those who do not respond to the initial

mailing (for follow-up purposes),

(2)

the prediction of

characteristics of non-respondents, which is necessary if
response is low, and

(3)

the assurance of anonymity for the

respondents
In an attempt to solve these problems, a "response

coding sheet" was designed.
information:

It contained tne following

a code number for each respondent (which

matched a number on the last page of each questionnaire),
to that code
the date the first questionnaire was mailed
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number, the response date, the date of the follow-up
notice,
and the date of the follow-up response.

The Inclusion of

response dates was based on a recommendation by Oppenhelm.

Through study of questionnaire design, he determined that
respondents who send their questionnaires very late are

roughly similar to those who fail to respond to question-

naires.®
The response coding sheet was used to determine those

who had not responded to the initial mailing.

"No response"

codes were then checked against the original mailing list,
and those administrators were sent follow-up notes.

This

method was used in an attempt to provide the respondents

with complete anonymity.

At no time during the study were

questionnaires associated with any identification other than
a number.

Completed responses .

Returns on the Initial ques-

tionnaire mailing were extremely high:

75 percent of the

population of 340 women responded to the first mailing.

The

reminder brought an additional 17 percent usable returns.
There were 312 usable replies, making a 92 percent response
from the total population of women home economics administrain
tors in the highest resident and Extension positions

higher education.

Five additional replies were received,

study.
but they did not contain usable data for the

attitude
N. Oppenhelm, Qnesti onnpAxi_Jlglik:B^^
-’•
Measurement (New York: Easic Books, Inc., 1> G °)> P*
8 A.
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Treatment, of the data .

After the initial mailing, a

master code list was set up to prepare all structured
questions for key punch machines.

When all responses to be

included in the study had been received, a sampling of the

responses was used to code open-ended questions.
Five data cards were key punched for each respondent,

and the data were analyzed on an IBM 360 computer for percentage, frequency, mean and mode.

The results were then

categorized, further analyzed, summarized, and are presented in descriptive, tabular and graphic form in chapter V.
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CHAPTER

V

PRESENTATION AND ANALYSIS OP THE DATA
The wide range of variables which may have influenced

the upward mobility of this group of women in higher
educa-

tion is, to say the least, complex.

Thus, it was important

lnylng & broad data base to explore a number of facets in
the lives of the study population which may have influenced

their career achievement.
The study was approached from two levels:

feeling.

factual and

It sought factual information related to the per-

sonal characteristics of the administrators, their family

background, education and training, work history, and current

career status.

It also explored their perceptions of how

selected factors during these periods affected their career

achievement, and the salience of being a \*onan home economics

administrator.
For clarity of presentation, the data on personal

characteristics are presented first, followed by early background.

Selected, potentially influential factors related

to early life, personal characteristics, education and

training, work history, and current career status are discussed within each of these sections, rather than in a

separate section.

All other presentations and analyses of

in
the data follow the order of the questionnaire found

appendix A.

Personal Data
To provide a base for understanding
the career mobility
of this group of home economics
administrators, it is necessary to understand the personal characteristics
which dis-

tinguish them from other groups*
This section describes demographic variables of the

respondents under the following categories:

1

age, period

during which respondents first married, marital status,

educational and occupational level of husbands of those
currently married, the principal wage earner in the home,
the number of children, and the perceived influence of

selected personal factors*

Ages of respondents .

According to Mary Bach Kievet,

in 1970 the peak age group for labor force participation was

the twenty to twenty-four year-old woman, with the forty-five
to fifty-four year-old category the next most active.

Women who have reached high-level positions, however, are
older as a group than women workers in general.

Lola Dawkins

in her study of women executives found 87 percent were over
the age of forty, ^ and Margaret Cussler in her work with

women executives in the Boston area reported that 30 percent
1 Mary

Bach Kievit, A Review and Synthesis of Research
on Women in the World of Work (Washington: U. o. Government
Printing Office, 1972), p. 19.
2 Lola Beasley Dawkins,

“Women Executives in Business,
Industry, and the Professions" (Ph.D. dissertation, University of Texas, 1962), p. 22.
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of her group were In the forty to forty-nine
year age span. 3

Alan Bayer

1

study on 1972-73 teaching faculty in academe

o

stated that almost three-fifths of the teaching
faculty reported they were over age forty. According to
Bayer,
In part,

this 'aging' of the aggregate of American
college and university faculty is probably attributable
to the changing job market for academics. With the
decrease in demand relative to supply, many young
people now completing graduate school are simply unable to find academic positions. . .4

This study produced findings similar to those cited:
83 percent of the administrators were in the age category

over forty, with forty-five being the median age.

No ad-

ministrators were under twenty-five, and only eight were
between twenty-five and thirty years of age (see table 1).
Period when first, married

.

Educated people, in

general, tend to marry somewhat later than less educated
ones.

Women college graduates most frequently marry at the

age of twenty-two, 5 and Helen Astin in her study of women

doctorates found that only

5

percent of that group had

married before college and 70 percent at some time during
their college training, indicating that almost three-fourths
of her sample had successfully combined the roles of wife

^Margaret Cussler, The Woman Executive (New York:
Harcourt Brace & Co., 1959T* P» 0, cited by Dawkins, p. 22.

^Alan E. Bayer, "Teaching Faculty in Academe: 1972-73*
Ame rican Council on Education Report vol« 8, no. 2 (.^ashi ngt on
197 3
P • 13
,

:

)

#

^ "Karri age and the Coed" in "Population Profile,"

Washington, Population Reference Bureau, June
(Mimeographed
.

1,

1964.
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TABLE 1

AGE CATEGORIES OP RESPONDENTS

Age Categories

Under 25
25-30
31-35
36-40
41-45
46-50
51-55
Over 55
No Response

N=312

Percent

Frequency

0.0

0

2.6

8

4.5
9.3
16.3
17.3
21.5
27.9

14

.6

2

29

51
54
67
87
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and student.

One-third of the group of women doctorates

had married during graduate school. 6
In this group of home economics
administrators, of the

56.1 percent who were married at the time of the
study, or
had been married, only 3,9 percent had married
before college.

A smaller percentage than Astin'

their academic training:

s

group had married during

57.5 percent; of these, 34.3 percent

had married during graduate school (see table 2).

Curren t marital status .

The educated woman faces a

number of important decisions that clearly affect her career
pattern.

Perhaps one of the most influential is her decision

to get married or to remain single.

According to the 1970

Census Report, an average of 8.7 percent of the population
of women between twenty-five and sixty-five are single, 75.1

percent married (with spouse present), 5.5 percent widowed,
and 4.8 percent divorced.^

Astin found 55 percent (59 per-

cent if nuns were excluded) of women doctorates were or had

been married.®

Of the educated women studied by Ginzberg

and his associates in 1966, 60 percent were married. ^

The

overall marriage rate for women home economics administrators
6 Helen S. Astin,

The Woman D oc torate in America (New
Foundation,
Sage
1969) » p. 26.
York: Russell

?U. S. Bureau of the Census, Census of the Populations
1970 (Washington: U. S. Government Printing Office 1972)
p. 1-641.
,

®Astin, p. 26.

9gif Glnzberg, Life Styles of Educated Women (New York:
Columbia University Press, 19^7" P** d.
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TABLE 2

EDUCATIONAL PERIOD DURING WHICH
HARRIED RESPONDENTS FIRST HARRIED

Educational Periods
Before college
During College
After college, but before
graduate school
During master's program
After master's program
During doctoral program
After doctoral program
No response

N=181

Percent

Frequency

3.9

7
31

17.1

35.4
6.1
24.9
3.3

64
11
45

6 .1

11

3.3

6
a
o
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was low In comparison to that of women in
general, hut consistent with the cited studies on educated
women. Over 56
percent (64 percent if nuns were excluded)
were married at
the time of the study, or had been married
(see table 3).
The divorce rate for the group was close to
women in general;

however, the widowed group was higher..

At least 55.5 percent

of the administrators could be counted as head
3 of house-

holds.

This figure is extremely high compared with 1971

national figures which showed about 11.5 percent of all
families were headed by women

—

single, widowed, divorced

or separated. 10

TABLE 3

MARITAL STATUS OF RESPONDENTS

Marital Status
Single (never married)*
Married (currently)
Separated
Divorced
Widowed
No Response

Percent

Frequency

42.0
42.6
0.0
5.8
7.7

131
133

1.9

6

0

18
24

N=312
*This total included 24 respondents who were members
of religious orders.

10 U. S. Department of Labor, The Econo m ic Role of
Women (Reprinted from Economic Report of the President,
19757, p. 107.

55

Husbands* educ ational attainments

.

Education places

greater restrictions on the woman's choice of
It does on the man's.

a spouse

than

"In our society a man Is more likely

11
to marry a person of lower social status than Is
a woman."

The respondents In this study seemed to marry men with

similar educational backgrounds:

70.5 percent of the hus-

bands of those married at the time of the study had at least
one college degree, and 53.2 percent had a professional or

graduate degree (see table 4).
TABLE 4

EDUCATIONAL ATTAINMENTS OP HUSBANDS
OP THOSE MARRIED AT TIME OF THE STUDY

Education
Less than high school
Some high school
High School graduate
Some college
College graduate
Graduate/professional degree
No response

Percent

Frequency

0.0
1.4

0
2
5

3.6

18.0
17.3
53.2
6.5

25
24

74
9

N=139

11 Rita James Simon, Shirley Merritt Clark and Kathleen
Galway, "The Woman Ph.D.: A Recent Profile" In Readings^,
the Psychology of Women , ed», Judith K. Bard wick (-“Oi-f - oriC
Harper and Row, Publishers, 1972), p* 83.
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Husband g' occupations.

The husbands' occupations were

consistent with their level of educational
attainment; 70.5
percent of the men were in the occupations described
as professional, technical, and similar workers, or managers
and

administrators, except farm.

Since these husbands had edu-

cational levels and occupations similar to the respondents,
it is suggested that they may have provided a supportive

atmosphere for the administrators' careers which Influenced

their upward career mobility (see table 5).
TABLE 5

OCCUPATIONS OP HUSBANDS OP
RESPONDENTS MARRIED AT TIKE OP STUDY

Occupation
Professional, technical and
kindred workers
Managers and administrators,
except farm
Sales workers
Clerical and kindred workers
Craftsmen and kindred workers
Operatives, except transport
Transport equipment operatives
Laborers, except farm
All farm
Other
Retired or unemployed for other
reasons
No response

N=312

Percent

Frequency

44.6

62

27.3
5.8
0.0
3.6
0.0
1.7
0.0
3.6
2.8

38

5.8
5.8

8
8

8

0
5

0
1

0
5

4
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Re spondents a 3 prin cipal w age

camera

view of the
high level of occupational achievement
of this group of educated women, their earning power
within the family was
explored. Table 6 shows that 56.4
percent of
,

in

.

the group were

principal wage earners in their households.

If the N is

reduced by the 19 members of religious
orders who responded
no" to the question, 60.1 percent were
principal wage
earners.

Of this group, 13. 7 percent were married
at the

time of the study; however, four of the twenty-four
who were

married said they did not "consider" themselves as the principal wage earners (see table 7).
The husbands of the principal wage earners were pri-

marily professional workers, managers, or administrators
(72.5 percent).

This would suggest that these women have

made unusual occupational strides in relation to salary.
TABLE 6

RESPONDENTS AS PRINCIPAL WAGE
EARNERS IN THEIR HOUSEHOLDS

Response
Yes
No
No response

N=312

Percent

Frequency

56.4
41.3
2.2

176
129
7
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TABLE 7

MARITAL STATUS OP
PRINCIPAL WAGE EARNERS

Response
Single
Married
Separated
Divorced
Widowed
No response

Percent

Frequency

61.9
13.7
0.0
10.2
13.1
1.1

109
24
0
18
23
2

N=312

Number of children

.

One of the major concerns about

women being trained by the system, and rising in it, is the
time that will be taken from their families.

Fertility rates

of educated women are lower than those of women in the

general population between twenty-five and sixty-five.

According to the 1970 census, 11 percent of married women
have no children.

12

Eli Ginzberg in his study of educated

women found about 18 percent of those married had no
children.

Astin in her study of married women doctorates

found the proportion of that population who were childless
was twice as large as the proportion of women in general;
12 U. S. Bureau of the Census, pp. 1-671.

13 Ginzberg, p. 25
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28 percent of the women doctorates had no children. 1 ^
It appears the administrators In this study exercised

their options to attend college, determine when, and If,
they wanted to marry, and whether or not they wanted to have
children.

Of those who had been married at any time, 28.6

percent had no children (see table 8).

The median number of

children was one.
TABLE 8

NUMBER OF CHILDREN
OF MARRIED RESPONDENTS

Number of children
None
One
Two
Three
Four
Five
No response

Percent

Frequency

28.6
24.9
26.0
13.2
3.9
1.6
2.2

51
45
47
24
7
3

4

N=181
Those who did choose to have children did not seem to

let this Interfere with their occupational mobility:

6.6

percent had children under six years of age; 14.9 percent
and 23.8
had children between six and twelve years of age;

14

As tin, p. 29

60

percent had children between thirteen and eighteen years of
age (see table 9).

TABLE 9

NUMBER OP CHILDREN OP MARRIED
RESPONDENTS ACCORDING TO AGE RANGE

Number of children

Percent

Frequency

0

91.2

1

6.6
2.2

165
12

Under 6
No response

4

6-12 years
150
20

1
2

82.9
11.0
3.3

3

.6

6
1

2.2

4

74.0
17.1

134

0

No response

13-18 years
0
1
2
J

No response

Over 18 years
r\

u

JL

2

3
A
5

No response

N=181

5.0
1.7
2.2

49.6
23.8
17.7
3.3
1.7
1.1

31
9
3

4

90
43
33
6
3
2

4
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The percei ved Influence of selected adult life factors .
The work attitude of women and the influence of home-related

factors are important considerations in occupational achievement*

According to Epstein,

Much of the strain experienced by the woman who
attempts to work is structured strain, caused by
a combination of an overdemanding set of role
obligations, lack of consensus as to the hierarchy
of obligations, and the clash of obligations from
home and occupational statuses. *5
The respondents overwhelmingly saw their own attitudes
as having "facilitated" their career achievement (91.7 per-

cent), as shown in table 10.

This factor was seen as by far

the most facilitating inf luence checked.
'

It suggests that

the administrators strongly perceived their occupational

success as having been greatly affected by their own attitude toward their careers.

Since at least 55.5 percent of the respondents could

conceivably be counted as "heads of households," it was
anticipated that the necessity of economic employment would
be viewed as a facilitating factor in the career achievement
of the women.

Almost 60 percent of the group saw this as an

aid (see table 11).

Respondents were asked how they viewed their husbands
as

achievement
and children's influence on their career

"facilitating," "not a factor," or "hindering" it.

The

15 Cynthia Fuchs Epstein, Woman's Place: Opt ions and
University o
Limits i n Professional Careers (Los Angeles:
California Press, 1971) » p.
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TABLE 10

PERCEIVED INFLUENCE OF RESPONDENTS*
ATTITUDES TOWARD THEIR OWN CAREERS

Response

Facilitated
Not a factor
Hindered
No response

Percent

Frequency

91.7
1.9
1.0
5.4

286
6
3

17

N=312

TABLE 11

PERCEIVED INFLUENCE OF
NECESSITY OF EMPLOYMENT

Response

Facilitated
Not a factor
Hindered
No response

N=312

Percent

Frequency

59.9
34.0
2.9
3.2

187
106
9

10
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influence of husbands* attitudes toward the administrators*

undergraduate and graduate education was analyzed only for
those who were married during those periods.
Of the women who married before receiving their college

degree, over three-fourths saw their husbands' attitudes

toward their undergraduate education as having facilitated

their achievement*

Almost 80 percent saw their husbands'

attitudes as having facilitated their graduate education and
careers.

While husbands were seen as largely supportive,

children were viewed as having been somewhat of a hindrance,

with the care of children being the largest single disadvantage to career achievement (see table 12).
Of the women who married after receiving their bacca-

laureate degrees but before their doctorates, a slightly

lower percentage saw their husbands as having facilitated
their graduate education (62.7 percent) or careers (70.6
percent).

These husbands were still not viewed as a hinder-

ing influence, but rather as less of an influential factor
-- positive or negative.

Again, the care

ot

children emerged

percent of
as the largest hindering factor, as cited by 19.8
the respondents (see table 13).

With the women

t/ho

married after receiving their

of an influendoctorates, husbands were seen as even less

toward the retial factor, in relation to their attitudes
two previous groups.
spondents' careers, than either of the
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TABLE 12

PERCEIVED INFLUENCE OF SELECTED FACTORS
ON WOMEN WHO MARRIED BEFORE COLLEGE GRADUATION

Facilitated
(Percent)

Not A
Factor
(Percent)

76.5

18.4

2.6

2.6

Husband s
attitude toward
graduate education

78.9

10.5

5.3

5.3

Husband
attitude toward
respondent s
career

78.9

7.9

5.3

7.9

Care of child/
children

21.1

52.6

23.7

2.6

Responsibility
for supnorting
child/children

21.1

68.4

10.5

0.0

Factors

Husband s
attitude toward
undergraduate
education

No

Hindered Response
(Percent) (Percent)

1

1

*

*

N=38
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TABLE 13

PERCEIVED INFLUENCE OF SELECTED FACTORS
ON WOMEN WHO MARRIED AFTER
BACCALAUREATE DEGREE
BUT BEFORE DOCTORAL DEGREE

Facilitated
(Percent)

Not a
Factor
(Percent)

Husband s
attitude toward
graduate degree

62.7

29.4

2.4

5.6

Husband s
attitude toward
respondent
career

70.6

20.6

3.2

5.6

19.8

55.6

19.8

4.8

20.6

69.8

5.6

4.0

Factors

No

Hindered Response
(Percent) (Percent)

*

*

'

Care of child/

children
Support of
child/children

N=38
It is likely that many of the women who married at this

period had already well-established careers, or were so

career-oriented (as evidenced by their educational attainment) that few external influences had an effect.

At thi3

educational level, no husbands were seen as having hindered

their wives; however, the care of children again arose a3
a hindrance, as shown in table 14.

Husbands were viewed by all of the women administrators as having attitudes which facilitated their career
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achievement.

The lack of alternatives for child
care and

absence from the work force to care for
children are suggested causes for the care of children consistently
emerging
as the greatest hindrance to career achievement.

The

necessity of supporting children did not surface as
Influential factor.

a very

This was predictable since this respon-

sibility wa3 primarily applicable to those who were heads of

households with children, a limited percentage of the population.

TABLE 14

PERCEIVED INFLUENCE OF SELECTED FACTORS
ON WOKEN WHO MARRIED
AFTER RECEIVING DOCTORAL DEGREE

Facilitated
(Percent)

Not A
Factor
(Percent)

63.6

36.4

0.0

Care of child/
children

0.0

81.8

18.2

Responsibility
for supporting
child/children

9.1

90.9

0.0

Factors

No

Hindered Response
(Percent) ( Percent

1

Husband s
attitude toward
respondent
career
'

N=ll

0.0

0.0

0.0
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Early Life
The socialization process which molds a woman "begins
in infancy.

It is within the family setting she first ar-

rives at her self-concept, has exposure to a role model,

views the perimeters of her options, and perceives her aspirations as supported or resisted.

Because of these direct

influences, more subtle forces that shape attitudes and
values, and the opportunities it offers, family background
has long been regarded as an important determinent of edu-

cational and occupational aspirations.
This section explores the following variables associated with the early environment of the administrators
a

studied:

educational attainment and occupations of parents,

mothers* employment, mothers’ desires to work, siblings,

ordinal position in the family, and the section of the

country in which respondents spent most of their pre-adult
lives.

Parents' education

.

A recent study of teaching

faculty in academe noted that the modal educational level of
the fathers of faculty members was eighth grade or less; the

modal educational level of the mothers was completion of

high school.
The modal educational level of the fathers of these

respondents was similar:

less than high school.

However,

M
^Bayer, "Teaching Faculty in Academe: 1972-73.
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the modal level of the mothers wa9 30 me college.

Over one-

fifth of the fathers and over 14 percent of the mothers had
at least one college degree, as shown in table 15.

In com-

parison with the general population, these parents were well
educated •
TABLE 15

EDUCATION OB PARENTS

Education

Percent

Frequency

32.7
14.7
16.7
15.4
8.3
12.2

102

24.0
17.0
17.6
26.6
12.5
2.2

75

FATHERS

Less than high school
Some high school
High school graduate
Some college
College graduate
Graduate/professional degree

46
52

48
26
38

MOTHERS

Less than high school
Some high school
High school graduate
Some college
College graduate
Graduate/professional degree

53
55
&3
39
7

N=312
Occu-nations of parents

.

Table 16 shows the larges

u

for fathers was
single category of occupational response
whose fathers were
farming. Nearly all of the respondents

were farm owners, as opposed
in this category indicated they

A
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TABLE 16

OCCUPATIONS 0? PARENTS

Education

Percent

Frequency

17.9

56

23.1
3.8
2.2
10.6

72

FATHERS

Professional, technical and kindred
vrorkers

Managers and administrators, except
farm
Sales workers
Clerical and kindred vrorkers
Craftsmen and kindred workers
Operatives, except transport
Transport equipment operatives
Laborers, except farm
All farm
Other
Unemployed
Deceased when respondent at early age
Ho response

12
7
33

.3

1

1.3
2.2

4
7

33.0
2.2

103

.3

1

1.6
1.3

4

10,3

32

3.2
1.3
1.6

10
4

7
5

MOTHERS

Professional, technical and kindred
workers
Managers and administrators, except
farm
Sales workers
Clerical and kindred vrorkers
Craftswcmen and kindred vrorkers
Operatives, except transport
Transport equipment operatives
Laborers, except farm
All farm
Other
Unemployed homemaker
Deceased when respondent at early age
Ho response

N=312
)

.3

1.0
0.0
.6
1 .0

5
1
3

0
2
3
i,

1*3
77.2
.6

1.6

4

241
2
tz
D
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to farm laborers or farm managers.

Forty-one percent of the

administrators had fathers who were engaged in
professional,
managerial, or administrative positions,
indicating a high
degree of occupational shill and achievement
among the

fathers

Although the mothers of 77.2 percent of the respondents
were homemakers by occupation, many of those whose fathers
were farmers stated their mothers were "partners in the

economic venture."

These mothers were perceived as having

"most certainly worked," although not outside the home for

regular wages.

This may have influenced the administrators'

views of women working, given them a sense of the importance
of productive work, and even stimulated their desire to re-

ceive wages for their work efforts.
Of those who listed principal occupations for their

mothers other than homemaker, 65.6 percent stated the mothers
were engaged in professional, managerial, or administrative
work.

The largest percentage in these categories were in

the teaching profession,

indicating they were not only better

educated than women in the general population in their age
group, but, also, those who did work were mere career

oriented

Periods of mothers' full-time employment

.

When

questioned about the time during which their mothers had
worked, 215 (or 68.7 percent) of the respondents replied
before
their mothers had not worked full-time at any period
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the administrators graduated from college.

As Indicated by

table 17 , the percentage of those who did work increased

consistently as the respondents grew older.
TABLE 17

PERIODS OF RESPONDENTS' LIVES
DURING WHICH MOTHERS WERE EMPLOYED FULL-TIME

Period of Employment

Preschool
Elementary School
High School
College

Yes
(Percent)

No
(Percent)

No Response
( Percent)

8.0
15.7
19.6
22.1

87.8
81.4
76.9
73.1

4.2

.

2.9
3.5

4.8

N=:312

According to studies by Elizabeth Almquist, Shirley
Angrist and others, career— salient women (those completing
four years of college and planning careers) are more likely
women.
to have had working mothers than non-career salient

17

Since such a high percentage of these women did not
career
have working mothers, other alternatives lor their

orientation need to be explored.

^Elizabeth Almquist and Shirley

S, Angrist,

'

Role

Aspirations
Model influences on College Women’s Career
.Iancy Sunlewlcfe
(unpublished paper), cited by Helen 3. Astln
and' Susan Dweck, Women: A BlDHo£ran&^SILJ£l^^
Press, 19U), PP 28 and Careers (Washington: Human Service
'

29
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Mahers' desires

to.

work

It was thought that perhaps

.

the "desire" of the respondents

1

mothers to work might have

influenced the administrators career decisions; however*
60.9 percent of the respondents did not perceive their

mothers as having wanted to work.

The dataware not analyzed

to see how many of those who were perceived as not wanting

to work, and were not employed outside the home, were engaged

in the "partner occupation" of farming.

Siblings.

The number of children in a family can

greatly influence the opportunities afforded to an individual
child, both in attention to personal aspirations and the

distribution of financial resources toward those aspirations.

Astin in her study found that women doctorates came from
small families.

Forty-seven percent had just one sibling or

18
none, and only 9 percent had six or more.

Over 9 percent of the women administrators in this
study had no brothers or sisters, 22.8 percent had only one
sibling, only 8.3 percent were from families with more than
six children (see table 18).

The median number of siblings

was two.

Birth order

.

Although the ordinal position of a child

strucwithin a family must be evaluated in terms of other

effect can be
tural and psychological conditions before its
that tlrstfully understood, there are data corroborating
among high
born children tend to be over represented
18 Astin, p. 25.
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TABLE 18

NUMBER OP SIBLINGS

Number of Siblings
Sintera
None
One
2-3
c.
4-0
ft

More than 6

Brothers
None
One
2-3
4-6
More than 6
Tot'\l

Frequency

28.5
33.3
31.1
7.1
0.0

104
97
22

30.1
33.7
25.3
9.6

94
105
79

1.2

89

0

30
4

Siblings

None
One
2-3
4-6
More than 6

N=312

Percent

9.6
22.8
37.5
21.5
8.3

30

71
117
67
26

achievers, and that birth order can be a powerful
predictor
of achievement*

Dorothy Ross, in a study of the top

1

percent of women

at Michigan State University found that fourteen of the

sixteen women in this rank were either only children or

eldest children.

In analyzing this, Epstein suggested

"perhaps the qualities of environment of first or only

children are of greater consequence:

isolation, a feeling

of being special, perhaps a pace-setting quality.

Kenneth Kammeyer in research on birth order and
feminine sex role discovered that first-born girls are
more traditionally oriented toward the feminine role than

later-born daughters, 20
As shown in table 19, while the number of first-born
or only-child women administrators in this study did not

approach the statistics in the Ross study, almost 40 percent
of the respondents fell in this category.

Of those who

replied they were first born, 24.3 percent (thirty) indicated
they were only children, and two respondents stated they were
one of twins.

The ordinal position in the family did not surface as

being as important a variable with this group (60.

percent

3

"Birth Order and the Feminine Sex
Review, j)l
pan SociolOfi'lcal
Mwi.lnm on
—
Role Among College Women,
(1966), 508-515.
20 Kenneth Kammeyer,

^

-

'

.

1

11
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of the respondents were born second
or later) as It might be
In roles requiring a high degree
of deviation from accepted

patterns.

The effect of the variable may have
been muted by

the career selected

—

one which required leso of a pace-

setter orientation or deviation from the
occupational mainstream because of its social acceptance as a
feminine profession.
If,

indeed, the 123 administrators who were first-born

or only children were both achievement and tradition ori-

ented, the decision to enter the home economics profession

would have permitted them to accept the challenges of a

career in which they could achieve, without arousing conflict between their families' perceptions of the traditional
female role and their occupational field.
TABLE 19

BIRTH ORDER OP RESPONDENTS

Order
First born or only child
Second born
Third born or later

Percent

Frequency

39.4
28.2
32.1

123
88
100

N=312
Geographic locations in which respondents reared

.

The

highest percentage of the respondents (60.9) reported they
had spent most of their pre-college lives in the southeast
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or midwest (see table 20)#

Since these areas are known

for agricultural production and the highest occupational

group among the fathers was farming, this was not unexpected.

TABLE 20

GEOGRAPHIC LOCATION IN WHICH RESPONDENTS
SPENT MOST OF THEIR PRE-COLLEGE LIVES

Location
Northeast
Southeast
Northwest
Southwest
Midwest
Hawaii/Alaska
Transient
U. S. Protectorate
Foreign country
No response

Percent

Frequency
46

14.7
24.0
6.7
13.5
36.9

42
115

.3

1

0.0

0
2
7

75
21

•6

2.2
1.0

*z

3

N=312
The occupations of the fathers and the geographic

might
regions in which most of the respondents were reared
served
offer a clue to professional role models who possibly

mothers.
as viable alternatives to non-employed

Those who

had the
were reared in predominately agricultural areas

home
opportunity for continual exposure to professional

Extension Service,
economists representing the Cooperative
was to disseminate
vhose primary responsibility at one time
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educa-cional information to rural families.

Extension home

economics was an esteemed and highly visible
profession in
these regions, and these educators were acknowledged
by

several respondents as having been influential in their

career determination.
P.er.ceiv ed_influence

^S-P.P^^-gnts,

1

of

r.

'

r ents

educations and careers .

*

attitudes toward
V.'hen

the respondents

were questioned concerning the influence of their parents'

attitudes on their educations and careers, mothers were consistently perceived as being more facilitating than fathers.

Epstein in her study of women lawyers referred to the possible influence of mothers as a "force" rather than a model,

which may have been more important than any other single
factor in guiding their daughters' career decisions.^

If

the mothers of this group of women administrators did not

serve as models, they may well have been moving forces in

their daughters educational and career aspirations.

A large number of the respondents perceived their
parents as having supported their undergraduate educational
aspirations:

73»7 percent of the fathers, and 82.4 percent

of the mothers (see table 21).

Although this support was

seen as declining at the graduate level, the influence of
the parents was seen more as "not a factor" rather than as
a "hindrance" (see table 22).

This may be explained by the

omen and Professional
Careers: The Case of the Woman Lawyer" (Ph.D. dissertation,
Columbia University, 1988), p. 106.

^Cynthia Fuchs Epstein,

" Vf
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TABLE 21

INFLUENCE OF PARENTS' ATTITUDE TOWARD
RESPONDENTS' UNDERGRADUATE EDUCATION

Parents

Facilitated
(Percent)

Not A Factor
(Percent)

73.7
82.4

22.1
14.7

Father
Mother

Hindered
Percent
(

No Response
(Percent)

1.9
0.0

2.2
2.9

N=312

TABLE 22

INFLUENCE OF PARENTS' ATTITUDES TOWARD
RESPONDENTS' GRADUATE EDUCATION

Parents

Facilitated
Percent

Not A Factor
( Percent

52.5
59.9

38.5
31.7

(

Father
Mother

N=312

Hindered
Percent
(

1.3
1.0

No Response
( Percent

8.0
2.9
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f»ct that by this time more
respondents vere self-supporting
and less dependent on their
parents consent or financial
assistance
In her study Epstein found that
about 60 percent of

the parents of women lawyers had
actively supported their

daughters in the pursuit of their careers. 22

The parents of

home economics administrators were also seen
as having been
supportive of the career decisions of their daughters,
and

those reported as facilitating influences were
surprisingly
close to the Epstein study (see table 23).

Fifty-five per-

cent of the .Lathers and 62.3 percent of the mothers were seen
?

^

as being positive career influences.

Pew respondents mentioned their parents as having hindered their educational or occupational achievement; however,
the fathers were mentioned twice as often as the mothers.

TABLE 23

INFLUENCE OF PARENTS' ATTITUDES TOWARD
RESPONDENTS CAREERS
'

Parents

Facilitated
( Percent

Not A Factor
(Percent)

Father
Mother

55.1
62.5

35.3
29.5

N=312
22

Ibid., p. 108.

Hindered No Response
(Percent)
(Percent)
1.6
1.0

8,0
7.1
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Education and Training

Education and training are two of the most important
predictors of occupational achievement.

In attempting to

ascertain the influence of formal and informal study,
training, and related experiences on the career achieve-

ment of women home economics administrators, this section
explores the following factors:

highest degree earned,

fields of study, periods during which all degrees were
earned, degrees in progress, graduate courses not leading
to a degree, financial aid at the graduate level, the

importance of education and experience in developing ad-

ministrative shills, and the influence of selected educationand training-related factors.

Highest decree earned

.

In a recent study by the

American Council on Education, of the 53,034 respondents in
their study of teaching faculty in academe, almost half had

master's degrees and one-third had either a Ph.D. or an
In the group 61.6 percent of the faculty women re-

Ed.D.

ported the master's degree as their highest degree (as opposed to 40.8 percent of the men), and 19.9 percent of the

women and 39 .7 percent of the men indicated they h?ld a
2
doctoral degree of some type. ^

A much smaller percentage of women home economics
at the
administrators showed their highest degree to be

25 Eayer,
p

.

1o

•

"Teaching Faculty in Academe: 1972-73,"
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master*

3

level than women faculty members In general.

In

fact, their figure (44.6 percent) closely approached that
of

male faculty members.

The percentage of the women adminis-

trators with doctorates (53.2) far exceeded the general percentages for either female or male faculty (see table 24),

indicating that this group of home economics administrators
had an exceptionally high educational level.

TABLE 24
HIGHEST DEGREE EARNED
BY RESPONDENTS

Degree

Bachelor's
Master's
Doctorate
Other degree above bachelor's

Percent

Frequency

1.3
44.6
53.2
1.0

139
166

A

3

N=312
It was also of consequence in evaluating the educa-

tional attainment of the study population
had earned two bachelor

master's degrees.

1

s

uo

note that five

degrees and four had earned two

For those with two bachelor’s degrees,

economics field,
the first usually was outside the home
and the second degree in home economics.

Fields of study .

At all educational levels the highest

their degrees in
percentage of the respondents had completed
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the home economics field, followed by the
field of education,

At the baccalaureate level the population tended
to

gain a broad perspective of the field by majoring in
general
home economics, home economics education or vocational
home

economics

(

67.7 percent), as shown in table 25 .

At the

master's level, these fields still accounted for 35.2 percent of the major fields of study; however, emphasis shifted

46.6 percent specialized in specific subject-matter categories in home economics (see table 26).

At the doctoral

level, subject-matter interest remained high

(

46.9 percent).

However, those studying in the more general home economics

areas decreased to 22.9 percent (see table 27 ).
One of the most noticeable changes in emphasis with

each new degree was in those areas most closely related to

respondents' role3 as administrators in higher education:

supervision/administration or higher education.

No one at

the bachelor's level majored in these fields of study.

The

figures rose at the master's level to 1.9 percent, and at
the doctoral level to 10.2 percent.

A review of the publication by Harper and Wotaki on

degrees granted in home economics in higher education suggested the possibility the selected areas of study at each

academic level may have been closely related to the

1

avail-

ability" of opportunities for specialized study at those
levels
The fields of home economics education and food/
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TABLE 25

MAJOR FIELDS OF STUDY FOR
RESPONDENTS WITH
BACHELOR’S DEGREES

Field of Study

Related Art/Interior Design
Child Development/Kuman Development/
Family Relations
Extension, Adult or Continuing
Education
Food/Nutrition/Dietetics
General Home Economics
Home Economics Education/
Vocational Home Economics
Housing/Equipment
Home Kanagement/Famlly Economics/
Consumer Education
Institutional, Hotel, Restaurant
Management or Administration
Textiles/Clothing/Merchandising
Elementary, Secondary* or Teacher
Education
Vocational or Occupational Education
Supervision/Administration
Higher Education
Other
No Response

Percent

Frequency

.3

1

1.6

5

.3

1

10.7
28.2

34
89

39.3
0.0

125

0.0

0

1.3
3.2

10

3.5

11

.3

1
0
0

0.0
0.0
7.0
4.1

0

4

22
13

N=316
to master
One respondent went straight through
Note:
refi.e
and
degree,
decree and did not obtain bachelor's
spondents earned two bachelor's degrees.

s
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TABLE 26

MAJOR FIELDS OF STUDY FOR
RESPONDENTS WITH MASTER'S
DEGREES

Field of Study

Related Art/lnterior Design
Child Development/Human Development/
Family Relations
Extension, Adult, or Continuing
Education
Food/Nutrition/Dietetics
General Home Economics
Home Economics Education/
Vocational Home Economics
Housing/Equipment
Home Management/Family Economics/
Consumer Education
Institutional, Hotel, Restaurant
Management or Administration
Textile s/Clothing/Kerchandi sing
Elementary, Secondary, cr Teacher
Education
Vocational or Occupational Education
Supervision/Administration
Higher Education
Other
No Response

Percent

Frequency

1.0

3

5.8

18

2.3
20.7
10.0

64

25.2

78

.9

3

4.9

15

1.6
11.7

5
36

7.1

22

.6

2
6
0

1.9
0.0
4.5
1.6

7

31

14
5

N=309
four
Although there were only 305 respondents,
Note:
had earned two master’s degrees.
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TABLE 27

MAJOR FIELD OF STUDY FOR
RESPONDENTS WITH DOCTORATES

Field of Study

Related Art/lnterior Design
Child Development/Human Development/
Family Relations
Extension, Adult, or Continuing
Education
Food/Nutrition/Dietetics
General Home Economics
Home Economics Education/
Vocational Home Economics
Housing/Equipment
Home Kanagement/Family Economics/
Consumer Education
Institutional, Hotel, Restaurant
Management or Administration
Text iles/Clothing/Kerchandi sing
Elementary, Secondary, or Teacher
Education
Vocational or Occupational Education
Supervision/Administration
Higher Education
Other
No Response

Percent

Frequency

0.0

o

10.2

17

3.6
21.1
1.8

35

20.5

34

.6

1

6.0

10

0.0
8.4

0
14

7.8
0.0
6.6

13

3.6

6

7.8
1.8

13

6
3

0

11

3

N=l66
Three respondents obtained doctorates
1.
Notes:
master’s degrees.
earning
without first
Three respondents earned professional
2.
degrees beyond the master's degree, which were not doctorThese are not included in this table.
ates.
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nutrition/dietetics, which were strong areas of major study
for respondents at all degree levels, were among the top
tnree fields of specialization offered most frequently at
all levels.

Home economics education was offered by the

largest number of institutions at the bachelor's level;

food/nutrition/dletetics ranked third.

For the master’s

degree, home economics education again was offered by the

greatest number of institutions, and food/nutrition/dletetics
ranked second.

More institutions offered a doctorate in

food/nutrition/dletetics than any other major, and home
economics education ranked second

.

Periods during which decrees were earned

.

The median

year in which bachelor's degrees were awarded was 1945, with
the largest number of degrees being granted in 1937.

The

median year for the awarding of master's degrees was ten
years later, 1953, with the largest number being granted in
I960.

For those with doctorates the median year was 1965,

a decade after the master's degree, with the modal year

being 1968.

Most of the respondents in the study had had a

number of years in the work force before making the conscious decision to continue their education at each advanced

level (see table 28 ).
E. tfoteki, Home
Bachc
loik_^rki1jjlM£
Eco nomics in Institutions Granting
Economics
Hone
American
(Washington;
1970-71
'Degrees*:
Association, 1972), pp. 16-17.

^^aura Jane Harper and Catherine
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TABLE 28

PERIODS DURING WHICH
DEGREES WERE EARNED

Periods

Eachelor'
(Percent)
N=316

Before 1930
1930-1939
1940-1949
1950-1959
1960-1969
Since 1969
No response

Master
(Percent)
N=309
'

2.2
25.0
36.4
25.9
9.2
0.0
1.3

0.0
5.8
23.3
37.2
29.4
3.2
1.0

Doctorate
( Percent)
N=166
0.0
.6

4.2
22.9
52.4
19.3
.6

As indicated in chapter III, in the 1950's a movement

began to increase the facilities for training doctors in
home economics.

This was reflected in the periods during

which administrators with doctorates earned their degrees;
96.4 percent earned them after 1950.
Degrees in progress .

In addition to those with earned

advanced degrees, twenty-nine respondents (an additional 9.3
percent) stated they were working toward a degree at the time
of the study (see table 29).

If these degrees are completed,

percent,
it will bring those with master's degrees to 44.9

leaving only two respondents with a baccalaureate a3 their
highest earned degree.

The percentage of administrators with

doctorates will become 60.4.
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TABLE 29

LEVEL OP STUDY FOR
RESPONDENTS WITH
DEGREES IN PROGRESS

Degree
Master* s
Doctorate
Other advanced professional degree
No response

Percent

Frequency

6.9
79.3
3.4
10.3

23
1

2

3

N=29
The largest number of respondents with degrees in

progress classified their major area of study as home
economics education or vocational home economics, or elementary, secondary or teacher education.

Three administra-

supervision/
tors, or an additional 1.0 percent, were studying

administration or higher education (see table 30).
Graduate courses not leading to a degree.

V.ith the

of
high degree attainment of the respondents, the numocr

predicted to be
graduate courses not leading to a degree was
administrators had taken
minimal. However, 58 percent of the
as shown in table 31.
at least one non-degree related course,
with the largest
The median number of courses was four,
had earned their last
number of courses taken by those who
who were not working on a
degree more than a decade ago and

degree at the time of the study.

89

TABLE 30
FIELDS OF STUDY FOR
RESPONDENTS WITH
DEGREES IN PROGRESS

Field of Study-

Related Art/lnterior Design
Child Developraent/Kuman Development/
Family Relations
Extension, Adult, or Continuing
Education
Food/Nutrition/Dietetics
General Home Economics
Home Economics Education/
Vocational Home Economics
Housing/Equipment
Home Management/Family Economics/
Consumer Education
Institutional, Hotel, Restaurant
Management or Administration
Textiles/Clothing/Merchandising
Elementary, Secondary, or Teacher
Education
Vocational or Occupational Education
Supervision/Administration
Higher Education
Other
No response
N=29

Percent

Frequency

0.0

0

10.3

3

3.4
10.3
6.9

1
3
2

20.7
0.0

6

0.0

0

0.0
3.4

0
1

20.7
3.4
6.9
3.4
3.4
6.9

6
1
2

0

1
1
2
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TABLE 31

GRADUATE COURSES NOT LEADING
TO A DEGREE

Number of Courses
None
1-5
6-10
11-15
Over 15
No response

Percent

Frequency

29.8
29.5
19.2
5.8
3.5
11.9

93
92
60
18
11
33

N=312
Financial aid at the graduate level .

One of the most

frequently cited barriers to women* s study at the graduate
level has been lack of financial assistance; however, the

literature disclosed little evidence of discrimination in
the awarding of fellowships and assistantships

.

Cross stated

Among all graduate students, men are a little more
likely to derive nrimary support from fellowships
or assistantships*, but the differences are not
large, especially considering the high level of
student assistance available in the sciences
(where few women are enrolled
Knapp and Greenbaum in their study of the younger

American scholar found that women receive university
Student," in Women, in
K. Patricia Cross, "The Woman
Patricia^ Alcjerg
Higher Education, eds. W. Todd Furniss and
education, 197*).
Graham ( wTshingt on American Council on
25

:

p.

4-3.
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fellowships somewhat more frequently than men. 26

Citing

a

1961 study of 33,982 college graduates, Bernard reported
that

"After detailed analysis, the authors concluded that ‘women
•

•

•

k&ve no disadvantage or advantage in offerings* of

stipends for graduate study." 27

Bernard also stated that

the National Science Foundation awards in 1959 "were given
to women in about the same ratio as men." 28

Some of the real financial problems of women at the

graduate level, however, may never surface in data collected
from graduate students, for those who were discouraged from

applying for graduate. assistance or were not aware of the
channels of application might have been among the invisible
ranks who never got inside the graduate halls of ivy.

Another problem seemed to be that women

did

for fellowships and scholarships as often as men.

not apply
Of the

480 grantees of the Fulbright-Hays awards in 1971-72, only
29 were women; however,

comparatively few women applied.

29
The ratio of women applicants to men was less than 1 in 10,

The question then becomes, why?

Is it the lack of motivation

20

Robert Knapp and Joseph J. Greenbaum, The Younger
Ame rican Scholar: His Collegiate Origins (Chicago: University of Chicago Press, 1533TT P* 72.

Academ i c Women (University Park, Pa.:
The Pennsylvania State University Press, 1964), p. 51.
27 Jessie Bernard,

28 Ibid., p. 50.
29 Ruth M. Oltman, A Selected Llst_o f_Prgfes5^^
American
Training Pro^mm s nnd_TnVe Vn sh ins (Washington:
2.
p.
1972),
Association of University Women",
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on the part of women, lack of encouragement
from professors,
or lack of knowledge of the availability
of graduate awards?
Is it possible women students are also in the
category

described by Caplow and McGee:

outside the prestige system

university,^ system which

of the

is more supportive of the

aspirations of male students and their desires for financial
aid*

When asked about their financial support at the graduate level, more administrators left sections of this question

blank than any other question*

However, a number of the

women did note they had received assistance at the under graduate level.

Several respondents cited the difficulty

older women have in obtaining financial assistance when re-

turning to school after having been in the active work force
or at home with family responsibilities*

One respondent

stated

looked everywhere for financial assistance, but
it just wasn't available for the elder woman, so
I finally struggled through on my own.

I

The largest percentage of administrators reported

having received financial assistance as an award, either

through fellowships or scholarships*

The next most common

source was assistantshlps; few had used the sabbatic pay

route (see table 32).

•^Theodore Caplow and Reese McGee. ^ Academic Marketplace (New York: Basic Books, 1953), p* 111.
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TABLE 32

GRADUATE FINANCIAL SUPPORT

Type of Support

Fellowship
Scholarship
Assistantship
Sabbatic Pay

Yes
(Percent)

27.2
14.7
36.2
16.3

No
(Percent)

No Response
(Percent)

53.8
58.7
47.4
55.8

18. Q

26.6
16.3
27.9

N=312
One-hundred-and- ten respondents, or over one-third of
the total group, reported having been awarded fellowships or

scholarships (see table 33).

The largest number of awards

was provided by institutions of higher education, followed
by business corporations.

The fellowships/scholarships from

business were primarily for study related to food and nutrition.
The Importance of selected education and training

factors in developing administrative skills .

Administrative

skills may be developed through academic training, selfstudy, and experience, or any combination of these.

Both

the method perceived as being most beneficial and the timing
of the experience and/or training were explored with the

respondents.

On-the-job experience was selected as the mo3t im-

portant factor in developing the respondents’ administrative
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skills, followed by related Job experience in
a prior Job.

Study in the field of administration ranked third,
fourth,
and fifth: planned self-study or self-instruction was fol-

lowed by academic preparation prior to their present position.

Academic preparation after assuming their present

positions was considered the least important factor by the
administrators, as shown in table 34.

TABLE 33
SOURCES OF GRADUATE
FELLOWS HIPS/SCHOLARSHIPS

Source

National professional associations
Institutions of higher education
Business corporations
Private foundations
Honorary societies
Educational foundations/boards
Federal government
Organized women’ 3 groups
Other
No response

Percent

Frequency

10.3
36.0
18.5
11.0
5.9

14
49
25
15
8
5
3

3.7
2.2
2.9
8.8

4
12

.7

1

N=136

Although 110 women reported having received
scholarships and/or fellowships, several of the respondents
had received more than one award.
Note:

administraThe importance of ’’experience" in developing
positions
tive skills indicated perhaps the administrators’
"rewards" of the
were not consciously planned, but were
'

system.
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TABLE 34
THE IMPORTANCE OF SELECTED FACTORS
IN DEVELOPING RESPONDENTS'
ADMINISTRATIVE SKILLS

r
Factors

No
No
Impor- Response
tance
(Percent)
(Percent)

Sxtreme
Importance
( Percent)

Great
Importance
( Percent)

Some
Importance
(Percent)

Little
Importance
(Percent

25.6

24.7

30.1

8.3

8.3

2.9

Academic preparation after
assuming present position

9.3

18.3

22.8

11.9

32.1

5.8

Related job
experience in
prior job

37.2

28.2

19.6

5.8

7.4

1.9

On-the-job expei
ience in present position

54.5

25.3

9.0

6.1

4.2

1.0

Planned selfstudy or selfinstruction

30.8

30.8

24.4

6.1

7.4

.6

]

Academic preparation prior
to present
position

N=312

)
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I nfluence,

and training .

of selected factors related to
education

Kany factors affecting crucial career deci-

sions are difficult to determine.

In an attempt to discover

some of the more subtle elements In training
and the struc-

ture of training which facilitated or hindered
their com-

mitment to professional life, administrators were asked
about the influence of the following on their career achievement:

career counseling, peer group support, administra-

tive internships, and association with a woman in an ad-

ministrative position (see table 35).

According to Lewis, high school information related
to career selection is generally limited to traditional

fields for girls .

If this is true,

one would expect those

anticipating careers in home economics to have seen high
school counseling as having substantially facilitated their

career achievement.

However, only 16.3 percent of the re-

spondents saw counseling at this level having positively
affected their mobility.

Ten percent of the administrators

even saw high school counselors as having hindered their

achievement.

A number of respondents reported that no

career counseling was available, perhaps, in part, accounting
for the almost 70 percent who reported this factor as having
no influence at all.

College career counseling was seen as more of a
Developing Woman* a Potential (Araes,
Iowa: The Iowa State University Press, T9o£)» p. 223.

^Edwin

C. Lewis,
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TABLE 35

PERCEIVED INFLUENCE OF SELECTED FACTORS
RELATED TO EDUCATION AND TRAINING
ON CAREER ACHIEVEMENT OF RESPONDENTS

Factors

Facilitated
(Percent)

Not A
Hindered
Factor
(Percent) ( Percent)

No
Response
(Percent)

High school
career
counseling

16.3

68.9

9.6

5.1

College career
counseling

26.6

62.2

6.7

4.5

School peer
group

29.2

59.9

5.8

5.1

6.7

81.1

3.8

8.3

55.1

38.1

1.9

4.8

Administrative
internship

Association with
woman in an
administrative
position
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facilitating influence, with 26.6 percent of
the respondents
in this category. However, 6.7 percent
saw this as hindering
their career achievement.

Peer group support was seen as a

slightly higher facilitator than college counseling,
yet 5.8

percent of the administrators felt that their peer groups
hindered their achievement.

The academic internship route

was used by few respondents, perhaps accounting for the high

percentage (81.1) who indicated this was not a factor in
their education and training.

Association with a woman in an administrative position
was seen as being the highest of the facilitating influences in the education and training of the study population.

According to Epstein,
The importance of role models and the deleterious
effect of their absence on the motivation of young
women has been stressed, not only by educators
interested in women's greater participation in professional careers, but also by many lay observers.^ 2

Although the extent of their influence is not known,
there can be no doubt of the exposure of these administrators to both women professors and women in administration,

since women have traditionally occupied these positions of

prestige within the field of home economics.

Exposure to

these role models in an academic setting may well have had
a more significant influence on the respondents’ commitments

to professional life than was realized.
Won-in’s Ploce:
Careers,
p. 55.
Professional

^Epstein,

Poti ons nnd Limits in
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Work History

With few exceptions, the administrative
channel for
upward mobility in higher education has not
been one in which
academic women have been preeminent. They have
primarily
occupied staff positions thought to be more closely

allied to

their feminine qualities than line positions.

^

Since this

is not a common route of career achievement for women,
it is

important to investigate the work pattern of those who have
been successful using this method of ascent.
This section provides data about the administrators'

full-time professional job experiences, the organizations or

institutions by whom they were employed, the length of their

professional employment, administrative or supervisory experiences, and career interruptions.

Career patterns .

Ginzberg, in his study of educated

women, found he could classify that group according to four

career patterns:

straight (in which Job experiences remained

closely related to one field), broad (in which they expanded

within the same general area), changed (marked by

a more

or

les 3 radical job shift at some time), and variant (with little direction or progression from one job to another).^
The administrators in this study could be classified

-^Bernard, pp. 179-180.

^Ginzberg,

p.

89.

100
as having straight or broad career patterns.

In general,

their route to administration was via a previous academic
experience.

Only four administrators began their careers In

their present positions, and few moved into the academic setting from non-education positions.

Although some of the

women changed subject-matter specializations enroute, these
transfers were almost totally within the field of home economics.

This is a concept of career "development" vrhich,

according to Ginzberg, carries with it a "sense of purposefulness, direction, and progression. "^5
To investigate the routes the administrators took in

their careers, two previous positions were examined:

(

1

)

the position held just prior to assuming their present posi-

tion, and

(

2)

the position held immediately prior to that

position.
The majority of the administrators entered their cur-

rent positions directly from faculty positions in higher

education or from other administrative or supervisory positions (see table 36 ),

Almost half of the women (44.0 per-

their
cent) were in faculty positions immediately prior to

present positions.

However, 30.3 percent were in positions

which provided administrative or supervisory experience:
associate or
administrators (at other institutions), acting,
heads.
assistant administrators, supervisors or department

commonly held
Faculty titles were also the ones most
35 Ibid.

p. 91.
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TABLE 36

POSITION HELD JUST PRIOR
TO PRESENT POSITION

Position

Percent

Acting administrator
Associate administrator
Assistant administrator
Faculty member, higher education
Administrator, secondary/elementary
education
Supervisor, secondary/elementary
education
Teacher, secondary/elementary
education
Specialist, Cooperative Extension
Service
Supervisor, Cooperative Extension
Service
Extension home economist
Department head, higher education
Other education
Non-education
Administrator
No response

Frequency

4.S
1.9
2.9
44.0

136

.3

1

1.9

6

9.4

29

2.3

7

2.3
1.3
6.1
3.6
4.2
10.4
4.9

7

N=309
Note:
positions.

Three administrators had held no previous

14
f.
vj

Q

4
19
11
13
32
13
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Just prior to the administrators* most previous positions;

42.2 percent of the women were in this category (see table
^7).

Over 14 percent of the group had had administrative or

supervisory titles in their positions at this level.
In analyzing the administrators'

current and two most

recent positions, no clear pattern of ascent emerged for the
total study population.

To further investigate the routes,

the group was divided according to the following categories
of home economics programs for which the women were respon-

sible:

college, school or division, department, and the

Cooperative Extension Service
The division of resident academic programs (excluding

the Extension Service) was according to natural clusters

which formed when the salaries and number of staff under
the administrators were analyzed.

Administrators in col-

leges of home economics ranked highest according to these
\

two factors, schools and divisions were next (with charac-

teristics too similar to separate

then),

and departments of

home economics ranked third.
Figures

1,

2,

3

and 4, adapted from a model used to

trace the ascent of Few York state college and university

presidents, illustrate the patterns of career ascent of the
on tneir
29 6 administrators who provided complete data

positions
Few York State Regents Advisory Committee on
Educational Leadership College ar.ti >i
(Ithaca, I\. Y.: Cornell University, 1967), P 52.
3 6 The

'

,

•
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TABLE 37

POSITION JUST PRIOR TO
PREVIOUS POSITION

Position
Acting administrator
Associate administrator
Assistant administrator
Faculty member, higher education
Administrator, secondary/elementary
education
Supervisor, secondary/elementary
education
Teacher, secondary/elementary
education
Specialist, Cooperative Extension
Service
Supervisor, Cooperative Extension
Service
Extension home economist
Department head, higher education
Other education
Non-education
Administrator
No response

Percent

.7
.3

Frequency
9
c.
1
8

2.8
42.2

121

.3

1

1.7

5

20.2

58

1.7

5

2.1
5.9
4.2
3.5

6

6 .6

17
12
10
19

2.1
5.6

16

6

N=287
Twenty-five administrators had held only one
position prior to their present one and, therefore, are not
included in this table.
Note:
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As shown in figure 1, In colleges of home
economics,

31«6 percent of the nineteen administrators had
been In

other administrative positions Immediately before
assuming

their present positions.

The following career routes were

those most frequently cited by the women:

faculty member to

resident or extension administrator to dean (three respondents); faculty member to faculty member to dean (three

respondents); and faculty member to department head to dean
(three respondents).
,to

When changes were from faculty member

faculty member, they usually represented a Job change

from one institution to another or a departmental change
within an institution.
As shown in figure 2, in schools or divisions of home

economics, 37.5 percent of the thirty-two administrators had
been faculty members in higher education immediately prior
to their present positions.

The most frequently used career

route for this group was faculty member to faculty member to

head of the school or division, used by seven of the admin-

istrators*
As shown in figure 3, in departments of home economics,

55.6 percent of the 203 administrators had been faculty mem-

bers in higher education Just prior to their present positions.

The two most frequently used routes for heads of

departments of home economics were faculty member to faculty

member to department head (used by sixty-seven respondents),
member
and elementary/secondary school teacher to faculty
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to department head (used by twenty-six respondents).

As shown In figure 4, In the Cooperative Extension

Service, the positions the administrators were most likely
to have held Immediately prior to their present positions

were specialists or supervisors with the Extension Service,
or other administrative positions.

Each of these positions

was held by 16.2 percent of the forty-two administrators.
The following career routes were most frequently cited
by extension administrators:

extension home economist to

extension supervisor to administrator (four respondents);
and extension home economist to extension specialist to

administrator (four respondents).

Although no clear route to administration emerged for
any group, two neglected patterns were obvious.

Retro-

gressive patterns seldom occurred; for example, subject-

matter department head to faculty member to dean.

Also,

administrative training positions such as assistant or

associate administrator were seldom the route to the top
administrative position.
Occupational mobility .

In some groups, occupational

mobility is a route to career achievement.

According to

Astin,
In the United States, occupational mobility (which
may be reflected in job changes within the same
sector of the economy, changes from one type of
employment setting to another, and even changes
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A study by Harmon in 1965 revealed that
52 percent of

the men in his 1955 doctoral cohort had
remained in the same

position for five years, and an additional
33 percent had
changed jobs only once.— In her study of women doctorates,

Helen Astin found their occupational mobility rates to be
quite low, comparable with the rates for men.
To explore job mobility with women home economics

administrators, they were asked to respond to the number of

different employing institutions in their professional careers
and their years of professional employment.

The median num-

ber of different employing institutions/organizations was
four (see table 38), and the median number of years profes-

sionally employed was twenty-four (see table 39), indicating
that the median number of years with an employer was six.

These women's occupational mobility was less than that of the

men in the Harmon study.

Although this may have been to the

advantage of the employers, it may have been detrimental to
the rate of career development of the administrators.

Administrative experience .

New York college and

university presidents in the study cited earlier recommended
administrative experience as the most desiraole preparation

^Astin,

p. 67

.

•^Cited in Astin, p. 67.
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TABLE 38

NUMBER OF DIFFERENT ORGANIZATIONS/INSTITUTIONS
RESPONDENTS HAD BEEN EMPLOYED BY DURING
THEIR PROFESSIONAL CAREERS

Number of Organizations/
Institutions
One
Two
Three
Four
Five
Six
Seven
Eight
Nine
Ten
Eleven
Twelve
No response

N=312

Percent

Frequency

9.0
16.0
23.4
16.7
12.5
8.7
5.1
1.9

28
50

73
52
39
27
16

.6

6
2

1.0
0.0

0

3

.3

1

4.8

15
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TABLE 39

NUMBER OF YEARS OF FULL-TIME
PROFESSIONAL EMPLOYMENT

Number
of Years
0
1
2
3

4
5
6

7
8
9

10
11
12
13
14
13
16
17
18
19
20
21
22
23

N=312

Percent
0.0
0.0
0.3
0.0
0.3
1.0
1.6
1.3
1.6
2.2
1.0
1.6
3.8
1.9
3.8
1.9
3.8
1.3
3.8
1.0
5.4
1.9
3.5
5.4

Frequency
0
0
1
0
1
3
5

4
•

5

7
3
5

12
6

12
6

12
4
12
3

17
6

11
17

Number
of Years
24
25
26
27
28
29
30
31
32
33
34
35
36
37

38
39
40
41

42
43
44
45
46

Percent

Frequency

2.9
2.9
4.2
3.2
1.6
1.3

9
9

4.2
5.4
2.9
2.6
1.3
3.8
1.9
1.6
0.6
1.6
1.9
0.6
0.6
1.0
0.6
0.0
0.6

13
10
5

4
13
17
9
8

4

12
6
5
2
5
6
2
2
3
2

0
2
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for their positions , ^9
Since occupational titles reveal little
of the requirements of positions, the members of the
study population were
asked how many years of supervisory or
administrative ex-

perience had preceded their current administrative
positions.
Over half of the administrators had had five years
or less

administrative experience prior to assuming their present

responsibilities (see table 40).

Since the median number of

years of professional employment for the group was twentyfour, this indicated perhaps the climb to administration was
a lengthy one, even in the field of home economics.

TABLE 40

PRIOR ADMINISTRATIVE OR SUPERVISORY EXPERIENCE

Years of Experience
None
1-5
6-10
11-20
Over 20
No response

Percent

Frequency

34.0
27.9
24.4
9.9
2.3
1.9

106
84
76
31
9
6

N=312

39The New York State Regents Advisory Committee on
Educational Leadership, College and Uni very i tvj^e^donts
P-50.

,
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Career Interruptions.

Glnzberg In bis study of edu-

cated women described three types of work
histories:

con-

tinuous (full-time jobs throughout the adult
life, with only
minor interruptions), Intermittent (three or more
periods
away from work or working part-time only), and
periodio

(dropping out of the labor market one or more times, each
time for three years or more). 40

He found that a continuous

work history was almost a prerequisite for high occupational
achievement.

According to Ginzberg,

n

a woman cannot reach

the top of her field unless she is willing to devote a major

portion of her life to work." 4 ^
The administrators in this study followed primarily
the pattern of "continuous" employment described by Ginzberg.

Almost 38 percent of the population had had no career interruptions over three months in length.

Table 41 summarizes

the type of career interruptions, the percentage of admin-

istrators affected by them, and the median number of months
for each interruption.

The most frequently stated reason

for career interruption was academic study, which involved

almost 37 percent of the respondents.

Even though the cate-

gory of family responsibilities included not only the birth
and care of children but also care of husbands, parents, other

relatives, and family business, only 27.9 percent of the re-

spondents had experienced this type of interruption.
4

°Ginzborg, p. 78.

41

Ibid., p. 102.

All
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other types affected only a small percentage of the group.
TABLE 41

TYPE AND LENGTH OP CAREER INTERRUPTIONS

Respondents
Affected
Percent)

Type of
Career

Led lan

Interruption

No

No

No
Response

Number
of Months

Response
(Percent)

36.9

62.2

1.0

24

2.2

27.9

70.8

1.3

32

1.9

2.9

96.2

1.0

18

1.6

1 .6

97.1
95.2

1.3
1.3

6

11

1.3
1.3

Yes

Academic study
Family responsibilities
Husband s
mobility
Accident/
illness
Other

Length of
Interruption

(

1

3.5

N=312
Perceived Influence of selected facto rs In the_uor_k
histories of respondents .

The attitudes of employers not

but also each
only affect the entry level in an organization
for an employee.
subsequent step up the organizational ladder

determines access
According to Epstein, another factor also

professions
to the higher levels of most
,
42
ship or a protege relationship.

—

that of sponsor-

,

^Cynthia

EpBtein.J^ncounterin^the

F.

s Careers
wubbu v
sex-Status Limits on Women
" American Journal^ of SoclqlPijVj
3 ions,

^stabllsh-

_

ment

1970), 966.
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In addition to specific facts about
their work his-

tories, administrators were asked about the
Influence of

those In a previous employment system who might
have en-

couraged them, and their perceptions of the attitudes of

previous employers.
Almost seventy percent of the administrators perceived
the encouragement of a person In a prior Job as having

facilitated their career achievement, as shown in table 42#

According to the administrators, the attitudes of
previous employers toward "hiring a woman" were more facilitating to their careers than employers* attitudes toward

"promoting a woman" or about "women in administration,"

Slightly over

6

percent of the administrators saw attitudes

toward hiring a woman as having "hindered" their achievement;

however, almost 11 percent saw employers' attitudes toward

promoting a woman, or about women in administration, as having
hindered them (see table 42).
Career Status

Career status is a composite of a number of inter-

acting variables.

In higher education it is composed of

tne
criteria defined by the employing institution, peers In
at
academic setting, peers in the same profession, society

achievement is
large, and by the person whose occupational

under consideration.
which are
This section examines the following factors
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TABLE 42

PERCEIVED INFLUENCE 0? SELECTED FACTORS
IN RESPONDENTS' WORK HISTORY

Facilitated
(Percent)

Not A
Factor
(Percent)

Hindered
(Percent)

No
Response
(Percent)

Person in
prior job
encouraged

68.3

27.6

2.2

1.9

Attitude of
previous
employer
toward hiring
a woman

36.2

54.2

6.1

3.3

Attitude of
previous
employer
toward promoting a
woman

33.3

52.2

10.9

3.5

Attitude of
previous
employer
about women
in administration

34.9

50.6

10.9

3.5

Factors

N=312
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part of the career status of women home economics
adminis-

trators In higher education:

educational setting, academic

recognition, professional recognition, professional identification, productivity, the importance of selected Job-

related factors, and the perceived influence of selected

career factors*

Educational setting .

The size and source of financial

support in Institutions affect not only financial rewards
but also the demands made upon an administrator and her

opportunities for recognition, advancement and productivity.

Members of the study population were asked to identify their

employing institutions in relation to student enrollment and
source of institutional support.

The median range for stu-

dent enrollment at the employing institutions was 1,000 5,000, with 109 administrators functioning in this size

environment (see table 43)*

The next most frequently cited

size was over 15,000.
As shown in table 44, over 60 percent of the employ-

ing institutions were public or state schools.

This was

predictable since this category Included state land-grant
colleges and universities, represented among the study popu-

lation by both a resident administrator head and an extension administrator in home economics.

Academic recognition .

Academic rank, tenure, salary,

faculty member are
and the degree of responsibility given a
in academe.
acknowledged, tangible measures of recognition
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TABLE 43

STUDENT ENROLLMENT AT EMPLOYING
INSTITUTIONS

Number of Students

Under 1,000
1,000 - 5,000
5,001 - 10,000
10,001 - 15,000
Over 15,000
No response

Percent

Frequency

16.7
34.9
14.4
10.6
20.5
2.9

52
109
45
33

64
9

N=312

TABLE 44
TYPE OP ACADEMIC INSTITUTION
EMPLOYING RESPONDENTS

Type of Institution

Public/State School
Church Supported
Private
No Response

N=312

Percent

62.2
19.6
17.3
0.9

Frequency
194
61
54
3
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Astin In her study of women doctorates
found that 30.8
percent held the rank of associate
professor and 21.4 percent that of professor. 45 For women
this represented an
unusually high proportion in the upper ranks.

In this study

of women home economics administrators,
over half of the

group were full professors, and one-fourth
were associate
professors, as shown in table 43.

This may be explained by

the high percentage of doctorates in the study population,
the administrators' career longevity, or the acceptance of

women in their professional field.
In the study group over two-thirds had received aca-

demic tenure, and only 12.2 percent of those who responded
stated they were eligible for tenure but had not received it
(see table 46).

Several studies indicated financial consideration is

given faculty for administrative responsibilities,

Harmon

and Astin found, in separate studies, that those who spent
a relatively large part of their time in administrative

activities received the highest salaries.

Harmon reported

that doctorates who spent over 50 percent of their time in
44
administration received the highest salaries.

The high

percentage of doctorates in this group and their administrative responsibilities may account for the salary recognition

given women home economics administrators.
^ 5

Astin, p, 86.

^Cited

by Astin, p. 87.

Thirty percent
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TABLE 45

CURRENT ACADEMIC RANK

Rank

Percent

None
Instructor
Assistant Professor
Associate Professor
Professor
No response

Frequency

2.9
1.9
18.9
25.6
50.3

157

3

1

•

9
6

59
80

N=312

TABLE 46

ACADEMIC TENURE

Response
Yes

but eligible
Not eligible
No response
No,

N=312

Percent

Frequency

66.3
12.2
20.5
1.0

207
38

64
3
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of the group had salaries In the range over
$25,000.
The study population was almost equally divided
In

relation to the number of months employed annually:

46.8

percent were on a 9-10 month basis, and 51.3 percent were on
11—12 month basis (see table 47).

Those on 9-10 month

appointments represented primarily smaller, private or
church- supported Institutions (the church-supported institutions had administrators who were usually members of religious orders).
The number of months employed and the size and finan-

cial support of employing institutions perhaps accounted for
the median salary range for those on 9-10 month appointments

being $10,000 - $15,000 (see table 48), while for those on
11-12 month appointments it was $20,000

-

$25,000 (see table

49).
As indicated by Harmon, salary is related to admin-

istrative responsibility.

As a measure of the extent of

responsibility demanded by their positions, home economics
administrators were asked the number of professional staff

under their supervision/administration.

The median staff

number was eight; however, twenty-one of the responaents
reported professional personnel over fifty in number.

Those

small,
with no staff represented one-person departments in
the
church-supported or private Institutions; those with

economics extenlargest staffs were administrators of home
sion (see table 50).
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TABLE 47

MONTHS op employment on which salary is
based

Months
9-10 months
11-12 months
No response
Not applicable*

Percent

Frequency

46.8
51.3

146
160

.6

2

1.3

4

N=312
*Those who stated this question was not applicable were
members of religious orders*

TABLE 48

GROSS SALARY OF RESPONDENTS EMPLOYED
ON A 9-10 MONTH BASIS

Salary

Under 310,000
310,000 - 315,000
315,001 - 320,000
320,001 - 325,000
Over 325,000
N=146

Percent
11.0
52.7
25.3
9.6
1.4

Frequency
16

77
37

14
2
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TABLE 49
GROSS SALARY OF RESPONDENTS EMPLOYED
ON A 11-12 MONTH BASIS

Salary

Percent

Under $10,000
$10,000 - $15,000
$15,001 - $20,000
$20,001 - $25,000
Over $25,000

Frequency

3.7

6

11.2
21.2
35.0

18
34
56
46

28.7

N=160

TABLE 50

PROFESSIONAL STAFF UNDER RESPONDENTS
SUPE RVI S I ON/ADKI NIST RAT ION

Number
None

1-9

10 - 24
25 - 49
50 - 100
Over 100
No response

N=312

Percent
2.2
47.8
27.6
14.1
3.8
2.9
1.6

Frequency

7

149
86
44
12
9
5

125
P rofessional recognition
.

Peer recognition of pro-

fessional achievement In this section
was defined by the
number of honorary organizations In
which the administrators
held membership and special recognition,
honors, and awards
they had received in the last five
academic years.
The time

span was introduced as an Indicator of "ongoing
prof essional
achievement.
Over 80 percent of the respondents reported membership in at least one honorary organization (see table
51),

Almost 50 percent of the respondents cited one or more honors
for professional achievement which included honorary degrees,

distinguished faculty recognition, and an impressive array
of national, state, and community awards, as shown in table

52.

TABLE 51

MEMBERSHIP IN HONORARY ORGANIZATIONS

Number of Organizations
None

1-3
4-6

7 or more

No response

N=312

Percent

Frequency

15.4
57.1
19.6
4.4

48
178
61
14
11

3.5
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TABLE 52

RECOGNITION, HONORS, AWARDS FOR PROFESSIONAL
ACHIEVEMENT IN THE LAST FIVE ACADEMIC YEARS

Recognition/Honors/Awards
Honorary degrees
Distinguished faculty recognition
Who’s YHio and similar national
listings
International listings
University alumnae recognition
Outstanding Educator awards
State recognition for service
Named to governors’ committees
National professional association
awards
Local/state professional association
awards
Honorary memberships
Civic/community awards
Forecast magazine awards
Regional Who's Who
Building named after
Other*

Percent

Frequency

1.9
9.0

14

57.4
9.7
12.9
12.9
1.9

3

89
15
20
20

3.9

3
6

7.7

12

•

3.9
9.0

6

2.6

14
4

1.3

2

3.2
1.3
9.7

5
2

15

N=155
a
The total is more than 100 percent since
Note:
type
than one
number of administrators had received more

o

recognition*
following individual
*The category "other" includes the

sssr-aaaarsjss.
to, US DA Superior Service Award*
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Profe ssional Identification ,

According to Rita Simon,

Shirley Clark and Kathleen Galway in their study of
women
Ph.D.

s,

professional identification should provide somo

measure of involvement or commitment to one's career, sug-

gesting at least a partial answer to the question of how

seriously the woman Ph.D. takes her career*
Two indices of professional identification were used

with home economics administrators:

membership in civic and

professional organizations representative of their field,
and officeholding in a professional organization in the last
five years.
As shown in table 53, almost all (93.2 percent) of the

administrators were members of at least one home economics
organization, 70.8 percent belonged to an educational organization, 64*4 percent were in a civic or community organization, and 47.3 percent had membership in a managerial or ad-

ministrative organization.

Only 28.2 percent reported mem-

bership on a national committee or task force; however, since
this membership is invitational and based on recognition of

professional competence, it might be classified more appro-

priately as an honor.

Thus identified, the percentage with

this recognition is high.

Almost 72 percent of the administrators had held an
organization in
office in at least one civic or professional
the past five years (see table 54).

^Simon, Clark and Galway,

p. 83.
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TABLE 53

membership in civic and professional
organizations

Type of
Group

Number of Memberships

No
Rp srirm qo

0
(

Percent

1-3

4-6

7+
(Percent) (Percent) (Percent) (Percent)

Home
Economics
Organizations

2.2

46.5

36.5

12.5

2.2

Education
Organizations

14.7

55.1

11.5

4.2

14.4

Civl c/
community
Organizations

25.4

43.9

16.3

4.2

10.2

Administrative/Managerial
Organizations

37.2

42.2

4.5

.6

14.7

National
Committees /
Task Force s 54.0

24.4

3.2

.6

17.9

i

N=312
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TABLE 54

ORGANIZATIONS IN WHICH RESPONDENTS HAVE SERVED
AS OFFICERS IN THE LAST FIVE ACADEMIC YEARS

Number of Organizations
None

1-3
4-6

7 and over

No response

Percent

Frequency

25.6
56.8
12.9
1.9
2.9

80
177
40
6

9

N=312

Both measures of professional Identification used
indicated a high degree of professional identification and
commitment.

Productivity

.

The measures of productivity used in

this study were the number of professional journal articles/

bulletins published, books or monographs published, research
studies conducted, papers given at professional meetings,

grants funded, and books or monographs edited.

As an assess-

these
ment of the recent productivity of the administrators,

five years,
responses were limited to production in the last
(see taole 55).
as was their organizational involvement
one profesIn the last five academic years, at least
published by 33.0 persional journal article or bulletin was
one book by 10.5 percent,
cent of the administrators, at least
conducted by 35-1 percent, at
at least one research study
professional meeting by 43.2
least one paper delivered at a
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TABLE 55

RESEARCH AND PUBLICATIONS IN
LAST FIVE ACADEMIC YEARS

Type of

Quantity of Publications/Research

Work

No

Response
0

1-3

4-6

Percent)

[Percent)

[Percent)

7+
[Percent)

[Percent)

Professional
journal
articles/
bulletins

62.2

27.6

3.8

1.6

4.8

Books/
monographs
published

84.0

10.2

0.3

0.0

5.4

Research
studies

59.9

32.3

2.2

0.6

4.8

Papers at
professional
meetings

52.6

29.5

6.8

6.9

4.2

Grants
funded

65.8

25.3

4.5

1.2

5.1

Books/
monographs
edited

84.0

10.0

0.0

0.0

6.1

N=312
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percent, at least one grant funded by
31.0 percent, and at
least one book or monograph edited by
10.0 percent of the

population.

The group was more likely to have delivered

papers at professional meetings than any other visible
means
of productivity, and least likely to have written
or edited
a book or monograph.

Since most other studies which evaluated productivity

covered the entire professional life of an individual, and

responses with this study population were limited to a five-

year period, it is difficult to make a comparison between
this group's productivity and that of others.

It was noted,

however, that the number of books published equaled those

published by unmarried women Ph.D.'s in the Simon, Clark and
Galway study over a 10-15 year period.
The importance of selected .lob-related factors

.

The

work of Joan Crowley, Theresa Levitin, and Robert Quinn dispels some of the myths surrounding the importance of selected
Job

factors.^

They concluded that women do not work Just

for pin money; a third of their sample were the sole wage

earners in their households.

They also found that 57 percent

of the women said they would continue to work even If they

did not have to.
46

Ibid.

Joan E. Crowley, Theresa E. Levitin and Robert P.
Woman,
Quinn, "Facts and Fictions About the American Working
research report, University of I'llchigan, J&nuai*/ 1^73»
(mimeographed.)
pp. 12-14.
»
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As shown in table 56, when the responses of the
admin-

istrators concerning their reasons for working were
weighted,

economic necessity emerged as the most Important reason.
This is understandable since 55.5 percent of the population
were single,

divorced or widowed, and presumably primary

family breadwinners.

The second most important reason for

employment was the enjoyment of working, a reason closely
followed by the desire of the administrators to contribute
to their field.

Members of the group ranked lowest feelings

of uselessness over not working or feeling that they ‘'should"

work.

Chapter II cited a number of studies which focused on
the importance of specific Job characteristics to women and
to men.

Many of the stereotypes about working women and

many institutional reward systems are based upon "supposed"
sex differences in what is important to workers in their
Jobs

•

Dorothy Walt in her dissertation suggested that the

motivation to work of high-level professional women was related to Job events and psychological need satisfaction.
She found if events of a position provide interesting work,

responsibility, and recognition, women can be expected to
achieve optimal levels of efficiency.

48

Ameri
al Positions" (Ph.D. dissertation,
Suniewic
cited by Helen S. Astin, Nancy
A B i b 1 n raph v on Their Educa tion and
n
and Susan Dweck, W omen
*
Human Service Press, 197lT> P*
Careers (Washington: H
:
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TABLE 56

THE IMPORTANCE OF SELECTED REASONS FOR
RESPONDENTS' EMPLOYMENT

Extreme
Importance
( Percent )

Great
Importance
(Percent

Some
Importance
(Percent)

Economic
necessity

38.8

17.0

24.7

8.0

6.4

5.1

Feel useless
if I don't

13.8

18.9

25.0

13.1

16.0

13.1

Enjoy vrorking

59.0

27.9

4.5

1.3

1.9

5.4

9.9

17.3

21.2

16.0

22.4

13.1

4-6.5

31.7

11.9

3.2

1.0

5.8

Reason

Feel as though
I should

)

Little
Importance
(Percent)

No
ImporNo
tance Response
(PerPercent)
cent)
(

Wish to contribute to
field

N=312
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When asked about the Importance of selected Job
characteristics, the respondents In this study selected chal-

lenging work overwhelmingly as the one which rated highest.
Good working environment and involvement in decision-making

were viewed as second and third.

Recognition/advancement

and securlty/pay/benef its rated considerably lower (see

table 57).

The importance of challenging work to this group

supported the finding of Joan Crowley, Theresa Levitin and

Robert Quinn that women are not less likely than men to feel
that challenge from the Job is very important, and to be

equally as dissatisfied with undemanding Jobs.
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To determine how the administrators perceived having

reached their current status, they were asked to rate the
importance of six selected factors (see table 58).

When re-

sponses were weighted, performing well in a non-adminlstrative Job ranked as the most important of the alternatives in
the achievement of the professional level at the time of the

study.

This factor was followed by opportunity

the right place at the right time.

—

being at

Aspiring to the position

channel
and working to achieve it and the regular promotion

ranked third and fourth.

Formal training for the position

seen as
ranked a low number five, and “knowing someone” was
the adminthe least important factor in the achievement of

istrators’ current professional status.
subtle,
Attitudes in the occupational climate may have

^Crowley, Levitin and Quinn,

p.

21*
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TABLE 57
THE IMPORTANCE OF SELECTED JOB
CHARACTERISTICS TO RESPONDENTS

Extreme
Importance
(Per-

Characteristics cent)

Great
Some Little
No
Impor- Impor- Impor- ImporNo
tance
tance tance tance Response
(Per- (PerPer- (Per(Per(

cent)

cent)

cent)

cent)

cent)

Involvement in
decisions

52.6

27.9

12.5

1.9

1.3

3.8

Security/pay/
benefits

22.8

27.6

35.9

5.8

2.9

5.1

Good working
environment

50.6

31.1

10.9

2.6

1.0

3.8

Challenging
work

69 .6

21.8

3.2

1.3

1.6

2.6

Recognition/
advancement

20.8

31.1

34.0

6.4

3.2

4.5

£1=312
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TABLE 58

IMPORTANCE OP SELECTED FACTORS IN THE ACHIEVEMENT
OF RESPONDENTS' PRESENT PROFESSIONAL LEVEL

1

Extreme
[mporiance
Percent)

]

[

Factor

Aspired to
position and
worked to
achieve it

„
Great
Some Little
No
Impor- Impor- Impor- ImporNo
tance tance tance tance Response
(Per(Per- (Per(Per(Percent)

cent)

cent)

cent)

cent)

16.7

12.2

26.0

15.7

23.1

6.4

42.3

26.3

14.4

3.2

6.7

7.1

5.8

7.4

15.7

14.1

46.8

10.3

Was at the right
place at the
34.0
right time

21.2

19.2

6.7

14.4

4.5

17.0

15.1

20.2

9.3

30.8

7.7

12.5

12.2

15.1

12.5

39.4

8.3

Did a good job
in a non-

administrative position
"Knew Someone"

Came up through
regular pro-

motion
channels
Was formally
trained for
it

N=312
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but Influential, effects on workers.

To better understand

the Influence of the environment In which the study popula-

was employed, the administrators were a 3 ked to rate the at-

titudes of selected key people in their academic settings
as facilitating, not a factor or hindering (see table 59).

The attitudes of current immediate superiors were cited by
the largest percentage of the group as having facilitated

their career achievement.

Contrary to widely held opinions,

female subordinates were seen as the next most facilitating
influence, followed by the attitudes of the administrators'

current institutions toward women in administration.

Al-

though male subordinates were seen as the least facilitating,
they were viewed as
drance.

''not a

factor," rather than as a hin-

It can be assumed their lack of influence was due

to their absence from the ranks of many home economics pro-

grams in higher education and in home economics extension.

Further occupational mobl?.lty .

When asked if they

were ready to be promoted to higher administrative positions,
yes.
35.9 percent (112) of the administrators replied

Sixty-three (20.2 percent) were unsure about their readiness,
and 41.3 percent (129) stated no.

A large number of the

the
negative responses cited proximity to retirement as

reason.
perOne-hundred-and- seventy- two administrators (55.1

administrator,
said they knew a home economics
theirs, who had achieved
formerly In a position parallel to
cent)
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TABLE 59

PERCEIVED INFLUENCE OP SELECTED FACTORS IN
CAREER ENVIRONMENT OP RESPONDENTS

Factor

Facilitated
(Percent)

Not A
Factor
(Percent)

Hindered
Percent

No
(

ResDonse
( Percent)

Attitude of
current institution tov/ard
women in
administration

44.9

35.9

15.7

3.5

Attitude of current immediate
superior
toward women
in administration

51.3

31.1

14.7

2.9

Attitudes of
current female
subordinates

50.3

39.4

5*1

5*1

Attitudes of
current male
subordinates

28.5

60.9

5.1

5.4

N=312
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a higher administrative position in academe.

Of the adminis-

trators cited, fourteen have been tentatively identified

a3

now in positions in central administration in colleges or
universities.

One of those most frequently cited,

Dr. Virginia Trotter, formerly dean of the School of Home

Economics at the University of Nebraska, is now Vice

Chancellor for Academic Affairs at that university's Lincoln
campus.

According to the Chronicle

cf Higher Education .

Dr. Trotter is expected to be named the new assistant

secretary for education in the Department of Health, Education and Welfare.

If so, she will be the first woman

to hold the top government Job in education.

Significant Events, Crises, and Other Factors
In addition to structured questions concerning the

influence of selected factors in their life histories,

ohe

administrators were asked to provide information about any
other significant events, crises, or other factors which had

greatly Influenced their careers.

In responding to the

question, the administrators dwelled primarily on those

things which had "facilitated" their achievement.
number of the
As stated in the following quotations, a
of
respondents had been influenced by the responsibility

rearing and educating their families:

^Chronicle
1974),

n

16,
of F isher Education , VIII (larch
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was left alone to raise a 2-month old daughter,
went to graduate school when she was In the first
grade so I could do as well as possible in providing for her. I was encouraged by two fellowships and professional co-workers and friends.
I

I

needed to support my son, and it inspired me to go
to the top educationally.
husband* s health and my desire to use my education
to obtain the highest level position at this time
for my family.
loss of my husband forced me to seek a life and a
career of my own to provide security for myself
and my son.

After sickness of my husband, he and I decided I
should shift gears
get back into professional
arena for security and education of four children.

—

Another significant factor was the support given the
respondents by their families, as indicated by the following
statements
My mother always encouraged my education. My
husband encourages me and always gives full support to work-related study and activity.

Family support as well as crises aided in developing self-concept and courage to set objectives,
reach them, and follow through.
My husband* s broad-minded interest and pride in
my career.

Mother greatly encouraged education and career
although she had neither. Husoand’s understanding
of career importance to me ...
Also cited were instances of the support given ad-

ministrators by their superiors:
take a
the administrator (male) who asked me to
get
to
me
helped
and
position, encouraged me,
cope.
to
me
advanced degree to prepare
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encouragement and recognition by an administrator
in a previous position. Addition of administrative responsibilities by former employer.
encouraged by a former administrative supervisor
to earn a FhD in administration.
the help of women in administrative positions who
encouraged me and who recommended me for this

position.
For many of the administrators, the ascent to their

present position was the result of a crisis situation, as
shorn by the following comments:

illness of the previous department head vrho could
no longer function in an administrative role.
crises which virtually wiped out our department
catapulted me to the senior position.

illness of former head of department that first
opened during the school year necessitated my
first becoming acting head and later head.

—

I took over
former chairman had heart attack
twice
elected
to complete the term and have been

since.
The final major category of significant factors was

being the recipient of a fellowship.

This quotation was

typical of the responses:
the opportunity extended me through a fellowship
to pursue doctoral studies and its coinciding with
a stage when children were relatively mature and
independent. Without a fellowship I could not have
gone for a doctorate.
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The Salience of Being a Woman
Administrator In Home Economics

This section was designed In response to
requests from

members of the pretest groups for some opportunity
to express their feelings about the Influence their
ascribed
role

as women and their achieved roles as administrators

and home economists had on their career success.

Cynthia F. Epstein, through her studies of professional women, helped focus attention on the influence of

women’s multiple statuses (roles or positions).

According

to Dr. Epstein,

All human beings have an array of statuses which
generally reflect and shape their behavior and
expectations in life. Furthermore, in all societies certain statuses are found in more frequent
combination, as, for example, the grouping which
includes wife, mother, and housekeeper. • . Some
statuses are more "dominant" than others in that
they may limit or facilitate the acquisition of
other statuses. The "salient" status ... is the
becomes the object of focus in
one which
.
.
interaction. The "salient" status may be the irrelevant one (often because it is not normally
found in combination with other statuses with
which it appears) in any given context. >i
.

In her book on women and their careers, Epstein referred

to the combination of statuses a woman holds at any one time
2
as her "status set."^

Society has viewed the combination

of certain statuses as acceptable for women (for example, the

wife-mother-housekeeper group mentioned); however, some
5-^

Epstein, "Women and Professional Careers," p.

^ 2 Epsteln,

Women’s Place

,

p. 87

.

8%
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statuses have been considered Inappropriate
(such as mothercorporate executive). According to Epstein, "...
those

persons whose status sets do not conform to the
expected and
preferred configuration cause discordant impressions

on mem-

bers of the occupational network and society at
large. 53
The members of the group under study held three

closely-linked occupational statuses in common:

woman,

administrator, and home economist (or association with the
home economics profession).

Each of these was a potentially

"salient" status.
The identification of "woman" as a salient status has

been the subject of a plethora of literature in the last
decade.

As noted by Epstein,

For a woman, sex status is primary and pivotal, and
it inevitably determines much of the course of her
life, especially because of rigid cultural definitions
which mav limit the range of other statuses she may
acquire .54
If attention is drawn to the status of sex when it is

not relevant to the interaction, it may dlmish or exclude
other statuses which may be more relevant.

For example, if

a woman is invited to serve on an academic committee because

she is a woman rather than because of her competence, her

sex Inappropriately has been made salient and her more

relevant professional status dimished.
55£p S teln, "Encountering the Male Establishment,"
p. 966.

-^Epstein, Woman's Place

,

p.

92.
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Because the women In this study were unique In their

positions as administrators In higher education, their ad-

ministrative titles (dean, director, department head) are
potentially salient In situations where the status "woman"
Is not normally found In combination with the status

"administrator."

Although the women may be well accepted

professionally as home economists, they may be rejected as
administrators in certain opportunity and reward structures
because they are considered the "wrong sex" for that title.
Since the professional field in which the members of
the study group are employed traditionally has been defined
as "sex typed," the administrators have the possibility of
a third salient occupational status

—

one associated with

the nature of the home economics profession.

In interactions

with liberal arts or science administrators, for instance,
the identification of a woman administrator with a pre-

dominately female professional school might inappropriately
draw the attention of the group to that status -- perhaps
even affecting her credibility with the group.
This section explores how the women home economics
sets
administrators viewed the status "woman" and the status
and
"woman-home economist," "administrator-home economist,"

"woman-administrator-home economist" as having influenced
their career achievement.
felt at least
Over 57 percent of the administrators

their success (see table 60),
one of the statuses had affected
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TABLE 60

THE SALIENCE OF BEING A WOMAN
ADMINISTRATOR IN HOKE ECONOMICS

Factor

Advantage Not A Factor Disadvantage No Response
(Percent)
(Percent)
(Percent
(Percent)

Being a
woman

49 .7

34.0

14.1

2.2

Being a
woman in
the home
economics
field

76.6

15.7

5.8

1.9

Being an
administrator in
the home
economics
field

66 .0

23.1

5.8

5.1

Being a
woman administrator
in the home
economics
field

62.8

26.0

6.1

5.1

N=179
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The respondents viewed the status of
woman as the least in-

fluential one in their careers; however,
when it was an influence, it was less of an advantage and
more of a disadvantage than any of the status sets of which it
was a

part.

Results of the probe question asking for an explana-

tion of these responses revealed the following examples
of

women's feelings about the salience of their sex:
think a woman has to work harder than a man, more
is expected and less tolerated.
Until achievement
is major, no recognition is given a woman.
I

In my early career being a woman meant far less salary
to some extent it still does.

—

As a general rule, women in any and all positions at
this college are subordinate to men.
Rank, pay, appointments to committees, tenure, etc.

searching for a dean, the committee always
searched for the "right man for the job."

Y/hen

Although almost 50 percent of the respondents viewed
their sex as an advantage in their career achievement,

analysis of the reasons for this classification disclosed
the status woman was only an advantage because the administra-

tors had chosen home economics as their profession.

The

grouping woman-home economist wa3 cited as the most advantageous of the respondents’ status sets, and many of the women
gave credit for their upward career mobility to their chosen

profession, as shown by the following statements:

Being a woman in a woman's field helped me get ahead.
This particular faculty favored having a woman administrator.
don't believe I would have become a dean in a nonhome economics field because I am a woman.
I
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Since home economics Is still viewed as
woman's
Held by those who don't understand It, athis
rave
me an advantage over a man In my Job.

Doubtless many of my achievements would have
ignored if I had been In any area other than
economics* All over the western world I see
ignored when consideration Is given eligible
for responsible positions.

been
home
women
people

More women saw being an administrator In home economics
as an advantage in their career achievement than being a

"woman" administrator in the home economics field.

Their

sex status had a slightly negative impact, even when con-

sidered as part of a status set*

Respondents were also asked if they could cite instances where they, or other women home economics administrators, had been denied recognition, either because they were

women or in the field of home economics.

The majority of the

group (63*8 percent) said no; however, 30.8 percent cited

examples of discriminatory practices, lack of opportunity,
or isolation from the prestige system operating in higher

education.
Only 8.7 percent of the respondents cited noteworthy

situations where they felt they, or other women home economics
administrators, had been given more recognition than warranted.

The most common situation was the use of their sex

as tokenism on committees and programs.
It was obvious from the responses that these women

knew when recognition was deserved.

Their concern over lack

feeling that their
of recognition seemed to be based on the
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"ability" was being downgraded, and that
unwarranted recog
nition was given for being a "woman" rather
than for recog
nition of professional competence*

Recommendations for Women with
Administrative Aspirations

Epstein points to the achievement of professional

women by stating, "only unusual women have managed successfully to hold what American society considers high-level
Jobs along with the family roles historically assigned to
cc
women."
Since the administrators in this study had been

successful in mobilizing and utilizing individual and en-

vironmental resources and in reducing obstacles in their
paths to career achievement, they were asked for suggestions

concerning support mechanisms which might assist others with

administrative aspirations in home economics.
The following quotations from the women are representa-

tive of their interest in assisting others and the variety
of recommendations they offered:

Provide training in management and administration.
Courses designed by and for men are not always
totally applicable to situations women meet. Also,
specific training in budgeting and other fiscal
matters could strengthen female administrators.

Women must be given the opportunity for action in
decision-making groups (university committees,
chairwomen of groups, etc). Women need to learn
one cannot Jump from no experience to a top administrative position.

55 Ibid., p. 198
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Give better training in administration. Budgeting
experience is especially inept. Women should get
over the feeling of superiority and of warranting
special attention because they are women.

Work to provide scholarships and fellowships for
graduate work for persons with administrative
ability. Work to give women opportunities to
function in and get experience in leadership
positions in colleges and professional organizations.
Too many potentially capable administrators do not
aspire to the role. Build interest through providing non-credit seminars in the institution and
involve them in administrative responsibilities
from which satisfactions can be gained.

Must have self-confidence, good human relations
and communications skills, demonstrated good judgement and fairness in decision-making, and competence
in field.
Opportunities to develop and demonstrate
these competencies are necessary.

Provide assistance in and strong encouragement to
continue advanced study.

Emphasize /to women the/ importance of preparing for
a level higher than is expected of them.
Encourage bright college seniors to go on for a
doctorate in home economics with minor in administraalso promote administrative internships.
tion

—

Have students take management and administration
courses, as well as home economics. We need to train
women to be administrators, then they will be ready
when the opportunity comes. They must learn to
"think" of achieving more than they do. Ky mother
never considered achieving anything after sne marThe next should be
I am a new generation.
ried.
superior.

Encourage the use of assistant and associate dean
ships as internships.
women,
would first ask that we be interested in alltrain
to
not just in home economics. Then we need
more
need
/Thev/
experiences.
young women in group
women
Adult
e\,c.
schools,
enlightened experiences in
often cannot be changed.
I
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Give increasing responsibility to young, thinking
women
almost everywhere someone could be on an
unstructured but effective internship.

—

Work for quotas on acceotance in higher education
assistantships in administration.
There should be more personal contacts with women
administrators • • • • Someone had to raise my
consciousness, and I'm sure there are plenty more
just like me.
Someone believed in me, and here I
am.
By involving them in leadership roles within their
competence to challenge them, and providing them
with success experiences as well as vision toward
opportunity.

Develop an appreciation of "managerial ability" at
ALL levels and in all types of work. Encourage
regular reading of journals and attendance at professional meetings to develop knowledge and vision
and a spirit of adventure.

—

Provide administrative leadership training. We
generally "fall into" leadership roles rather than
being properly trained for the job. Generally a
"trial and error" leadership role.
By helping them to become self-motivated individuals,
with confidence in themselves and to carefully examine their life goals.

Kelp to determine role and scope of his/her program.
Long-range program planning to reach goals. Constructive, optimistic determination.
The last sentence of the above quotation appropriately

summarized the attitudinal approach of the administrators
one of constructive, optimistic determination.

—

Their locus

administrators
in relation to the future development of women
result of their own
in home economics seemed to be the direct
which afexperiences (or lack of them) and the Influences

fected their personal career achievements.

developmental process
The respondents focused on the
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necessary to produce quality administrators of the
future,
rather than on breaking down Institutional barriers.

For

example, although child care was seen as a hindering factor
in their own lives, not one administrator mentioned the

necessity of day care centers in order for women to achieve.
This may be partially explained by a group value orientation

related to child rearing, or the administrators' ability to

manage successfully even with children.
There was a strong commitment to identifying, en-

couraging and recognizing young women with administrative
aspirations.

This may have been a "spiraling effect," re-

flecting the strong positive influence of women administrative models acknowledged to have been in the backgrounds of

many of the respondents.

Although (and perhaps because)

these women had gained their administrative skills primarily

through on-the-job experience, they expressed the great need
for formal education and training in administration and

management.

The emphasis on internships called attention to

the lack of opportunity the group had to receive administra-

tive experience prior to assuming administrative posts.
The emphasis on tapping bright, young women with
the
leadership ability may have been greatly influenced by

modal age of the administrators, which was fifty-five.

The

of home
group may have envisioned the increasing number

available
economics administrative positions which will be
in the near future.
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The recommendations of the administrators could be

grouped in the following major categories:

academic training

in administration and management, internships or other ex-

periential opportunities, financial assistance at the graduate level, raising of the confidence level of women, offering

administration as a viable alternative to those in the home
economics profession, and encouraging those with leadership

potential to aspire to administrative positions.
The following specific "pattern" of assistance for

future administrators in home economics emerged from the

respondents’ recommendations:
1.

Make visible the opportunities for administrators
in home economics.

2.

Identify potential leaders.

3.

Encourage and support those with administrative
aspirations

4.

Stress the importance of in-depth education in
administration and management.

5.

Lend financial support to administrative education.

6.

Provide experiential opportunities for those
aspiring to administrative positions.
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CHAPTER

VI

SUMMARY
Purpose of the Study
In recent years there has been Increasing concern over
the underutilization of women in academe, especially on

decision-making levels.

Although women have proven capable

and qualified to hold high-level positions in colleges and

universities, their rise has been slow.

Studies have been

conducted on the dynamics of recruitment and advancement
that militate against the success of academic women, but

little effort has been made to learn from those women who
have advanced to administrative positions in higher education.
It was the primary purpose of this study to develop a

profile of women home economics administrators, one of the

few groups of women in colleges and universities which nas
achieved a position of leadership.

The profile was designed

to accomplish the following purposes:
1,

?

3.

otheio,
to provide a broad data base from which
expand
to
work
might
through further research,
influence
may
our understanding of factors which
career achievement in women,

role of
to provide a better understanding of the
women,
work in the lives of a group of professional

women adminto point out a cadre of experienced
qualify
might
who
istrators in higher education
and
academe,
in
even further advancement
for
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4.

to determine support mechanisms which may assist

other women with administrative aspirations.

Procedure
The study was limited to women home economics administra-

tors in the highest resident and Cooperative Extension Service

positions in higher education*

It did not include those in

"acting" positions.
In order to study their characteristics, background,

education and training, work history, career status, and
feelings about their roles, the total population of 340 women
home economics administrators was surveyed by means of a

mail questionnaire.

The response rate was 92 percent, with

312 usable responses received.
To facilitate analysis of the data, they were recorded
on punch cards and analyzed on an IBM 360 computer for per-

centage, frequency, mean and mode.

The results have been

presented in tabular, descriptive and graphic form.
Review of the Literature
A review of the literature revealed the need to utilize
the talents of all members of our society in order to meet

projected manpower demands.

In spite of a number oi studies

disproved
on dimensions of administrative performance which
equal
theories that women do not possess leadership potential

clustered in the
to that of men, women in academe remain

lower ranks.

Women in educational administration are con-
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splcuous only by their absence.
The research called attention to a number of potentially

Influential factors In the life histories of women which may
affect their career decisions, patterns and achievements.
It also pointed out certain groups of women in higher educa-

tion have been permitted to achieve primarily because of their

association with "sex-typed" fields in which men had no Interest.

Among these select fields was the home economics pro-

fession.

This profession, grounded in the sciences and hu-

manities, was also one of the first to utilize and to train

women in higher education.
Review of the Findings

Personal data

.

An analysis of the personal data on the

respondents revealed the following characteristics:

83 per-

cent of the women were over age forty, with 45 the median
age;

56.1 percent were or had been married; of those who had

colbeen married, 75.4 percent married after graduating from

starting
lege, with the highest percentage marrying before

their graduate work.

Of those who were married at the time

with graduate or proof the study, 53.2 percent had husbands
who were
fessional degrees, and 71.9 percent had husbands
managerial, 01
employed In a professional, administrative,

similar capacity.

(

administrators had no children
A high percentage of the
number of children being one.
28.6 percent), with the median
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Over half of the administrators (56.4 percent) were
principal
wage earners In their households; of these,
13.7 percent were

married at the time of the study.

The home economics admin-

istrators who were or had been married perceived their husbands as facilitating influences in their educational and

career attainment, but the responsibility for caring for

children as a hindrance to their achievement.

Almost 6 0 percent of the administrators saw the necessity of employment as having facilitated their achievement;

however, the women saw their "own attitudes" as the most

facilitating influence in their career achievement.
Early background

.

Exploration of early background

factors showed over 20 percent of the fathers and 14 percent
of the mothers had at least one college degree.

Farm owners,

professional, managerial, administrative or related positions accounted for 74 percent of the occupational categories
of the fathers (with farm owners being the largest group).

Almost 78 percent of the respondents had mothers who were
homemakers by occupation, and 68.7 percent of the mothers
had not been employed full-time before the respondents gradu-

ated from college.

Of those mothers who did work, 65.6 per-

cent were engaged in professional, managerial, administrative or similar work.

Almost 61 percent of the administra-

wanted to work.
tors did not perceive their mothers as having

median
The women came from small families, with the

number of children being two.

Almost 40 percent of the women
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were either the first born or only child
In their family.
Over 60 percent of the respondents had spent
their precollege years In the midwest or southeast.

They perceived

their parents as supportive of their education and
careers;
however, mothers were seen as the more facilitating Influence

•

Education and training .

Yfomen home economics admin-

istrators had an extremely high level of educational attainment:

53*2 percent had earned doctorates.

At all levels in

higher education, the highest percentage of the respondents
had completed their degrees in the field of home economics.
At the baccalaureate level, there was a tendency to gener-

alize in the field, and at the master's level to specialize
in a subject-matter area.

The largest number of doctorates

was earned in food/nutrition/dietetics and home economics

education/vocational home economics.

However, 10 percent

of the administrators had earned doctorates in administration/

supervision and higher education.

There had been a span of

about ten years between each degree earned.
Over 9 percent of the administrators were working on
a degree at the time of the study.

Almost 60 percent of the

women had taken at least one non-degree related course at
the graduate level, with the median number of courses being

four.

Over half of the group had been awarded graduate

scholarships or fellowships, and over one-third had held
assistantships.

Only 16.3 percent of the women had used
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sabbatic leave pay to help finance their
graduate education.
On-the-job experience was selected as the

most Import-

ant of the factors studied In the development
of the women’s

administrative skills.

Career counseling, peer groups and

administrative Internships had not been very influential
factors during the administrators' education and training;
however, association with a woman in an administrative
posi-

tion was perceived by 55.1 percent of the women a 3 having

facilitated their career achievement.
vPrk history .

The career patterns of the administra-

tors had remained closely related to one field or expanded

within the same general area.

The majority of the women

entered their positions from faculty positions in higher

education.

Almost half of the administrators (44.0 percent)

were in faculty positions immediately prior to their present

positions.

However, 30.3 percent were in positions which

provided administrative or supervisory experience.

Analyzing their two previous positions, the most common career routes for deans of colleges of home economics
were the following:

faculty member to resident or extension

administrator to dean, faculty member to faculty member to
dean, and faculty member to department head to dean.

For

administrators of schools or divisions of home economics,
the most frequent route was faculty member to faculty member
to head of the division; for administrators in departments
of home economics,

the two most frequently used routes were
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faculty member to faculty member to department
head and

elementary/secondary school teacher to faculty member to
department head. The career routes most frequently cited

by

extension administrators were extension home economist to

extension supervisor to administrator, and extension home
economist to extension specialist to administrator.

Women home economics administrators had

a low lateral

occupational mobility rate in comparison to other highly
trained people.

The median number of years with an employer

was six.

Over half of the administrators had had five years or
less of administrative experience prior to assuming their

present responsibilities.

They had followed a pattern of

continuous employment throughout their adult lives, with
only minor interruptions.

Almost 58 percent of the popula-

tion had not had any career interruptions over three months
In length.

For those who had experienced career interrup-

tions, the most frequently cited reasons were academic study
(365

percent)

,

and family responsibilities (27.9 percent).

The most facilitating influence of selected factors

investigated in the respondents* work history was
a previous employment system who encouraged then:.

a

person in
ic

V

ceived the attitudes of previous employers toward hiring a

woman to have been more facilitating than their employers
adminattitudes toward promoting a woman or about women in

istration.
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The largest number of admin-

istrators were employed In Institutions with
a student enrollment between 1,000 and 5,000; however,
over one-fifth were
In Institutions with over 15,000 students.

Over 60 percent

of the employing Institutions were public or
state schools.

The median number of staff under the administrators'
super-

vision was eight.
The women had received academic recognition in terms
of tenure, rank and salary.

Over half of the group were full

professors, and one-fourth were associate professors.

Only

12.2 percent of those who responded that they were eligible
for tenure had not received it.

Thirty percent of the ad-

ministrators had salaries in the range over $25,000.
Professional recognition was defined in terms of the
honors, awards and recognition received by the women.

Over

80 percent of the respondents reported membership in at least

one honorary organization, and almost 50 percent had received
one or more honors for professional achievement in the last

five academic years.

Two indices of professional identification were used
in the study:

organizational membership and office-holding

in organizations.

Over 95 percent of the administrators were

members of at least one home economics organization, 70.8

percent belonged to an educational organization, 64.4 percent
were in a civic or community organization, 47.3 percent had

membership in a managerial or administrative organization,
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and 28.2 percent had been Invited to be on
a national committee or task force. Almost 72 percent had held
an office
In at least one civic or professional
organization
in the

last five years.

Study of the administrators' productivity during the
past five years revealed the following:

33.0 percent had

published at least one professional Journal article or bulletin, 10.5 percent had published at least one book or

monograph, 35*1 percent had conducted at least one research
study, 43.2 percent had delivered at least one paper at a

professional meeting, .31*0 percent had had at least one
grant funded, and 10.0 percent had edited at least one book
or monograph.
Of the reasons for employment investigated, the most

important one was necessity, followed by the respondents'
enjoyment of working and their desire to contribute to their
field.

When asked about the importance of selected Job

characteristics, the respondents overwhelmingly rated chal-

lenging work as highest.
The members of the group cited having performed well
in a non-administrative Job as the most important factor in

the achievement of their present level.

In rating the in-

fluence of attitudes of selected key people in their current

academic setting, immediate superiors were cited by the

largest percentage of administrators as having facilitated
their career achievement.
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Over 35 percent of the administrators replied they
were

ready to be promoted to higher administrative positions,
and
over half of the group knew of a home economics administra-

tor formerly in a position parallel to theirs who had

achieved a higher administrative position in academe.

Four-

teen of the administrators listed have been tentatively
identified as now in positions in central administration in
colleges and universities.

Significant events, crises and other factors

.

The

administrators cited the following major categories of
events, crises and other factors which had facilitated their

career achievement:

the responsibility for rearing and edu-

cating their families, the support and encouragement received

from their families and superiors, crises situations in their

occupational settings which had resulted in their being
placed in administrative positions, and being the recipient
of a fellowship for advanced study.

The salience of being a woman administrator In home

economics .

The women saw their female role more likely to

be salient (focused upon in interaction with others) and to
be a disadvantage than their role as an administrator or

as a home economist.

Eeing a woman was only seen as an

advantage in their career achievement because they had chosen
the home economics profession.

Although the majority of administrators did not cite
adminInstances where they, or other women home economics
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istrators, had been denied recognition because of their sex
or their occupational field,

30.8 percent did cite examples

of discriminatory practices, lack of opportunity, or isola-

tion from the prestige system operating in higher education.

Only 8.7 percent of the women felt unwarranted recognition
had been received (primarily in situations where the admin-

istrators had been used as token representatives on programs
or committees)

Recommendations for women with administrative aspira tions .

The recommendations of the administrators for women

who aspire to administrative positions included the following

major categories:

academic training in administration and

management, internships or other experiential opportunities
in administration, financial assistance at the graduate level,

raising the confidence level of women, offering administration as a viable alternative to those in home economics, and

encouraging those with leadership potential to aspire to

administrative positions.
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CHAPTER

VII

IMPLICATIONS FCR FURTHER RESEARCH
AND RECOMMENDATIONS

Implications for Further Research
An Implicit purpose of an exploratory study 13 the

suggestion of what those who follow might want to investigate

.

The data gathered in this study provide information
on one group of women administrators in higher education.

Further research needs to be undertaken to see which of the
factors explored in this study have influenced women admin-

istrators in other professions and those few women now

functioning in central administrative positions.

It is also

necessary to seek answers to the "whys" behind many of their
decisions, and to make within-group comparisons.

Although the women in this study are referred to as
administrators, little is known about the voice they actually
have in the decision-making and policy-making processes.

During interview sessions with pilot test groups, it was
learned that some have authority for making policies and de-

cisions that affect the organization as

a

whole, some have

responsibility for decisions only within their own units and
others see
are not permitted to make policy decisions, and

themselves as having no real power

—

only as being respon-

sible for the tedious duties of administration.

It is

of women
important to know more about the responsibilities
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administrators to see if their positions involve decision-

making power commensurate with their education, training,
experience and capabilities.
Further exploration of the concepts of role strain and
role conflict in the performance of highly demanding multiple

roles is important.

We must find ways to lessen these,

either by diminishing the importance of sex roles or by providing women with strategies for coping with the strain and
conflict.

We need to know if women in sex-stereotyped pro-

fessions find fewer coping mechanisms necessary to meet role
demands because of the similarity between societal expectations of them as women and the expectations of them in pro-

fessional roles viewed a3 extensions of women’s roles in the
home •
Vie

also need to know more about the influence of the

family on the career success of women.

Are families of

women in other professions perceived as being as supportive
of these women's aspirations,

educations and careers as the

families of home economics administrators.
Studies of career determinants are important to conour
tribute to our understanding of human behavior and
open optional
knowledge of how to effect change that will
that perhaps
career doors for women. This study suggests

necessary role model for the
a workiug mother may not be a

career-committed woman.

If this is so,

it may have implica-

made available to young
tions for the role model alternatives
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women.

We also need to explore the reasons women select

certain types of careers.

Do women enter the home economics

profession, in part, because they realize their goals and
the obstacles facing them in traditionally men’s fields,

and see this profession as one of the most direct routes to

career achievement?
Study needs to be done to compare those women who are

viewed as "effective" in their positions with those who only

hold the title of administrator.

Although routes to achieve-

ment may have been similar, the more subtle factors need to
be explored, for it is the effective administrators who need
to be emulated.

Recommendations

Based on the data gathered in this study and a review
of the literature, the following recommendations are made to

help promote attitudes, conditions, and experiences to more

fully utilize the training and competence of academic women.

Academic institutions have the power to establish conditions that will facilitate the contribution women faculty

members and students make.

The U. S. Department of health,

to
Education and Welfare has issued the following challenge

these institutions:
opporColleges and universities have an unparalleledrole in
tunity to affect the status of women. Their
of men
the transmission of value; and the preparation
responana women for careers makes this opportunity a
noo
must
institutions
sibility that these educational
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ignore if they are to be responsible to the needs
of
society
To fulfill this responsibility,

they are encouraged to

make the following adjustments in their policies, procedures
and programs
!•

to establish an office which focuses on vocational
opportunities . Such an office could conceivably
combine many of the fragmented career services
offered on campuses. Although it might include
Job placement services and assessment centers to
help students more realistically evaluate their
abilities, the primary function of the office
would be to provide guidance in the "process"
of career planning for men and women.

2.

to announce all administrative vacancies not only
in the traditional cadre of circles primarily
occupied and patronized by males, but also through

such established organizations with contact with
administratively-trained women as the National
Council of Administrative Nomen in Education and
the American Association of University Women.
Institutions should also make a concerted effort
to seek "qualified" women on their own campuses
to fill administrative positions.
3.

to evaluate the procedures by which funding to
support advanced degrees is distributed, and to
assure that assistantships are released to all
academic units in equitable proportion.

4.

to develop an organized process for "inventorying"
faculty and staff to more fully utilize the talents
and training of competent people not in positions
of visibility in large organizations.
to take the leadership in eliminating the sexstereotyping of academic units.

5.

to initiate or expand administrative internships.
Kore institutions are urged to participate in
experiential offerings similar to the American
Council on Education administrative internships.

6.

Department of Health, Education and Welfare,
Report on Higher Education ( V.'ashington: J. 3. Government
Printing Office, 19711V P« 56.
•

S.

T
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Women in administration and those with administrative

aspirations are advised to take the following steps:
!•

to give more direct thought to career planning.
Women s career decisions are more tentative and
delayed longer than men's. Because of this, they
do not examine seriously the routes to success in
the careers in which they are interested.

2.

to prepare themselves with the necessary technical
pre-requisites to fulfill administrative positions.

3.

once equipped with both credentials and experiential competences, to actively seek positions of
responsibility, knowing that as influencers of
policy and role models their influence goes far
beyond specific Job responsibilities.

4.

to give conscious thought to ways of lessening role
conflict for women in complex organizations.

5*

to develop informal "support" groups.

A possible model is the "Learning Group Concept,"
conceived at the University of Massachusetts Center
for Leadership and Administration. The School of
Education concept was implemented at the graduate
level as a process in which "individuals are jointly
responsible to each other for the growth of each and
the learning activities of the whole." 2
In a supportive small group environment, a diagnostic process helps determine where the individual
"is" at a designated time, the quality of the goals
(s)he wants to reach, and explores the appropriateness of the means used to reach the ends. The
development of a rigorous and on-going process of
self-diagnosis is an active feature of the concept.

concerns,
"The diagnostic process turns up data:
weaknesses, strengths, interests, experiences,
values, goals, and philosophical stances. Areas
of commonality within these data become the basis
The agenda becomes
for the group's agenda. . .
.

^Kenneth H. Blanchard, Mary Eliza Smith and Jerold^
Tomas, "C.L.A. Learning Groups: Interim Report," The Center
for Leadership and Administration, School of Education,
University of Massachusetts, March 2/, 1972 P 2.
Mimeographed
,

(

.

•
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a set of problems and the primary
activity
learning group is working on those problems of the
as a
ws

am •

^

This group process embodies a number of
concepts
easily transferred to other groups in the process
of coping with life goals planning or negotiating
organizational structures.
The findings of the study are of particular importance
to the field of home economics.

In light of the current

status of administrators in home economics in higher education, and the perceived immediate need for new leadership,

the profession is urged to:
1.

provide increased financial assistance for administrative training
both for those who wish to
do graduate study and those who wish to take advantage of non-credit training.

2.

develop a strong administrative internship program
for potential administrators, as a cooperative effort between the American Home Economics Association
and the two national home economics administrative
organizations

3.

work with colleges and universities in making
available internships at the central administrative
level to provide even further career opportunity
for those* already in administrative roles or who
are qualified for them.

4.

support students in reaching their goals through
an informal protege system.

5.

6.

—

organize a subgroup of the American Home Economics
Association to'meet the professional needs of home
economists employed in administrative, managerial,
and supervisory roles.

encourage the further development of administrative
ability by well-planned institutes conducted on
regional levels in cooperation with educational
institutions, and offered for academic credit.

3 Ibid.,

p.
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PROFILES OF WOMEN
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HOME ECONOMICS ADMINISTRATORS
“
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career achievement. l\Vo tlj
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l°
satisfactions, and frustrations as hone
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GENERAL INSTRUCTION S
On all questions where
numbers are given following alternative answers,
CIRCLE the appropriate SIMPER.

^

I

8.

EARLY LIFE
1.

What vjs the high es
level of formal education completed by each of your parents?
(CIRCLE number after the appropriate
alternative for ea ch parent)
Father Mother
Less than high school
1
1
Some high school
2
2
High school graduate
3
3
Some college
...
4
4
College graduate
5
5
Graduate/professional degree 6
6
Please SPECIFY the principal occupation
of e ach of your parents while you were
growing up.
Father:
Mother:

3.

A.

5.

6.

31 - 35

3

51

36

4

Over 55

-

40

-

55
8

During master’s program
5
After master's program ------ 6
During doctoral program ----- 7
After doctoral program ------ 8

What is your current marital status?
(CIRCLE appropriate number)
Married
Separated
Divorced
Widowed

1

2
3

4

(IF NOT CURRENTLY MARRIED, SKIP TO

QUESTION 13)
11.

If currently married , what Is the highest
level of formal education completed by your

husband? (CIRCLE appropriate number)
Less than high school
Some high school
High school graduate
Some college
College graduate
Graduate/professiona i degree

Do you think your mother wanted to work?
(CIRCLE appropriate number)
Yes --- 1
2

1

2
3

A
5

SPECIFY’ the number of sisters and brothers
you had while growing up. (ENTER 0 if none)
(
Sisters
)
Brothers ----- (
)

12.

If current ly married SPE r IFY the present
principa 1 occupation of your husband:

Where were you In the birth order in your
f ami ly? (CIRCLE appropriate number)
1
first born
2
second born

13.

Are you the princip a wage earner in your
household?
(CIRCLE appropriate number)
Yes
1
2
No

1A.

SPECIFY’ the number of children you have in

third or later ------7.

In which age category do you fall?
(CIRCLE
appropriate category number)
Under 25
1
A 1 - A5
25 - 30
2
A 6 - 50

.NM SINGLE
1
(IF SINCLE , SKIP TO QUESTION 13)
Before college
2
During college
3
After college, but before
graduate school
4

~~~~~~~~~~~~~

No

^

I

10.

Was your mother employed full-time during
any of the following periods of your life?
(CIRCLE appropriate number for each period)
Yes No
During preschool
1
2
During elementary school
1
2
....
During high school
1
2
During college
1
2

y0Ur lnvo1

9.

•

2.

"*

PERSONAL DATA

:

I

affcted your
*h

3

In what region of the countrv were you
reared? (CIRCLE number of region In which
most of your pre-college life was spent)
6
Hawaii /Alaska
Northeast -- 1

Southeast -Northwest -Southwest -Midwest -- --

2
3

4
3

Transient
I’S Protectorate
Foreign Country

7
-

3

-

9

6

,

1

each age category. (ENTER number beside
e ach category; put 0 if none)
Under 6 yrs -- (
13-18 yrs--(
)
6-12 yrs
'Over 18 yrs--(
)
(

—

)
)
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15.

24.

EDUCATION AND TRAINING

WORK HISTORY

16.

Please SPECIFY the highest degree you
have earned:

Please list your full-time prof esslona
job tit les . In order, beginning with
your present position.
List the nunber
of years each different title was held.
Please be as spec 1 f lc as possible.

SPECIFY the major field of study for
each educational degree you hold.
Bachelor's:
Master's:
Doctoral

JOB TITLES

17.

Please SPECIFY the year each applicable
degree was earned.
Bachelor's:
Master's:
Doctoral

18.

Are you current ly working on a degree?
Yes ---- l
(CIRCLE appropriate number)
2
No

19.

25.

If you are currently working on a degree,

SPECIFY degree and field.
Field:
Degree:

20.

22.

SPECIFY the number of courses, not leading to a degree, you have taken at the
graduate level. (ENTER 0 if none)
(

23.
21.

The job titles listed In question 24
were with how many different organizations/institutions? (ENTER appropriate
(
number)

How many years have you been professionally employed full-time? (ENTER appropriate number)
(
)

27.

How many years of administrative or
supervisory experience did you have
prior to assuming your present position?
(
(ENTER appropriate number)
)

,

Has your full - tim e professional career
been interrupted for longer than 3^
months at any one time ? (CIRCLE
Yes
appropriate number)
30.
No

28.

—

29.

If you received a fellowship/scholarship,

please SPECIFY source:

REASON

Please indicate how important you feel
each of the following was in developing
(CIRCLE
your administr a tive skills
appropriate number for each factor)
.

--

CURRENT CA REER TATUS

Extreme Importance

-S

-- Great importance
3 -- Some importance
A -- Little Importance
5 -- No Importance

2

Is your current academic rank?
(CIRCLE appropriate number)
None
Lecturer Assistant Professor -Associate Professor -Professor

What

Academic, preparation prior

----- - to present postclon
Academic preparation after
assuming present position -Related job experience In
-prior position
In
experience
job
On-the-present position
planned self-study or self
-Instruction

l

2

3 4 5

1

2

3

9 5

12395
1

2

3

4 5

1

2

3

4 5

31.

1

2

If your career was Interrupted for
longer than 3 months at one time, please
give brief reason and length (in months)

for each interruption.

1

)

26.

)

did you receive
financial support from any of the
following? (CIRCLE appropriate number
No
Yes
for each item)
2
1
Fellowship
2
1
Scholarship
2
1
Assistantship
2
1
Sabbatic pay

At the graduate leve l

YEARS

(CIRCLE
Do you have academic tenure?

appropriate number)
Yes
No, but eligible
Not eligible

17 A

32.

33.

Please Indicate your gross salary.
(CIRCLE number for appropriate category)
Under $10,000
1
$10,000 - $15,000
2
$15,001 - $20,000
3
$20,001 - $25,000
4
Over $25,000
5

41.

Which of the following categories best
describes your academic Institution?
(CIRCLE appropriate umber)
Publlc/state school. -1
Church supported-----2
Private --.--........3
i

Please Indicate how you view the importance

This salary Is based on how many months?
(CIRCLE appropriate number)
9-10 months
......
11 - 12 months

of each of the items in quest! ons L2 , 43, 44
in relation to your own emplovT- ev t . (CIRCLE
appropriate number for each Item listed)

1

2

2

-- Extreme importance
-- Great importance

3

--

1

39.

35.

Please SPECIFY the number of honorary
organizations to which you belong, if
any. (ENTER 0 If none)
(

Please Indicate the number of groups of
which you are a member In each of the
following categories. (CIRCLE appropriate
number for each organization/group)
0 1-3 4-6 7+
4~
Home Ec. organizations -- 1 2
3
Education organizations-Civlc/communlty organlz.Administrative/managerial organizations
3
4
National committees/
National task forces

42.

12

43.

1234

SPECIFY the number of organizations/
groups In question 35 In which you have
served as an officer in the last 5
academic vears. (ENTER 0 If none)
(

37.

44.

)

Research and publications you have engaged in In the las t _5 academic years .
(ENTER appropriate number for each
category; enter 0 if none)
Professional journal articles/
(
bulletins published
Books/monographs published
(
Research studies conducted
(
Papers given at professional mtgs.(
(
Grants funded
Books/monographs edited
(

12345
12345
12345
5
12345

How important were the following factors
in the achievement of your presen t
euel ?
professi onal
Aspired to position and
l
2 3 4 5
worked to achieve it
Did a good job in a nonadninistrative position -- 1 2 3 4 5
1 2 3 4 5
"Knew someone"
Was at the right place
1 2 3 4 5
at the right time
Came up through regular
promotion channels ------Was formally trained for It
1

)

)
)
)

12345
12345

)
)

Please list any special recognition,
honors, awards you have received for your
professional achievement In the last 5
academic years. (Include "Who's Who")

45.

39.

SPECIFY the size of the professional
staff under your supervision/adminlstratior
(
)
(ENTER 0 if none)

40.

Which category best describes the total
student enrollment at your institution?
Under 1,000
1.000 - 5,000
5.001 - 10,000

l

2
3

4
5

Do you feel ready to be promoted to a
higher administrative position. (CIRCLE
------ 1
Yes appropriate number)

—

No
Unsure
46.

10.001 - 15,000
Over 15,000

How Important are the following job
characteristics to you?
involvement in decisions --security /pay/benefits
good working environment --1
2 3 4
challenging work

recognition/advanccment

'

38.

How Important are the following reasons
for working to you?
economic necessity
feel useless If I don't ---enjoy working
1
2 3 4
feel as though I should
wish to contribute to field-

12345
12345
5
12345
12345

1234
1234

36.

Some importance

4 -- Little importance
5 -- No importance

)

2
3

Do you know of any home economics admini-

strators (formerly in a position parallel
to yours) who have achieved a higher
administrative position .r higher education? (CIRCLE appropriate number)
l
Yes
2
No
47.

you
If your answer to 46 was yes, would
please share their names with us (and
Inst Itut ions , 1 f known)
__
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RELATED INFLUENCING F ACTORS

TU E SA M NT E O F H E LS I. A WOMAN
ADMINISTRATOR IN IIO Mi: _Frfi\(>Mi( S
1.

Please Indicate hew you feel each of the
factors In questions 4g - 52 Influenced
your career achievement.
(CIRCLE appropriate number for each factor)

("An Airing of Feelings")
35.

-- Facilitated
2 -- Not a factor
3 -- Hindered
1

EARLY LIFE FACTORS
Father's attitude toward your
undergraduate education
graduate education
...
career
Mother's attitude toward your :
undergraduate education
graduate education
career

48.

Do you feel the following factors have
been advantages or dl s advantages In your
career achievement? (CIRCLE appropriate
number for each factor)
-- Advantage
-- Not a factor
3 -- Disadvantage
1

2

i

123
12
12

3

56.

3

123
123
12

3

57.

49.

LIFE FACTORS
Your attitude toward your
career
Economic necessity of employment
Husband's attitude toward your :
undergraduate education ------graduate education
career
Care of child/chlldren
Responsibility for supporting
child/children

—

Being a woman -- ...
Being a woman In the home
economics field
Being an administrator In the
home economics field ---.
Being a woman administrator In
the home economics field
---

ADl'LT

—

EDUCATION AND TRAINING FACTORS
High school career counseling
College career counseling
School peer group which
supported your aspirations ---Administrative internship
Association with a woman In an
administrative position

50.

12

12
12
12

12

3

123
12

3

123

58.

3

3
3

59.
3

123
123

Can you cite noteworthy situations where
you have felt you (or other women home
economics administrators) have not been
recognized, either because you were a
woman or In the home economics field?
Yes
No ---

60.

123
123
61.

T

3

Briefly explain any advantages or disadvantages noted In your response to
question 55.

123
123

12

—

1

2

If you replied yes to question 57,
briefly explain.

2 3

WORK HISTORY FACTORS

51.

Person In previous employment
system who encouraged you
Attitude of previous employer(s):
toward hiring a woman
toward promoting a woman
about women In administration--

123

123
123
123

Can you cite noteworthy situations where
you have felt you (or other women home
economics administrators) have been recognized more than warranted either because
you were a woman or In the home economics
field?
Yes
1
,

No

CURRENT CAREER FACTORS
Attitude of your current Institution
toward women in administration- 123
Attitude of current immediate superior
toward women In administration- 123
Attitudes of current:
male subordinates toward you -- l 2 3
female subordinates toward you- 123

52.

53.

Have there been any significant events,
crises, or other factors during the
periods mentioned In questions 48 - 52
which have greatly Influenced your
Yes ------I
career?
2
No

54.

If you answered yes to question 53,

briefly explain.

briefly explain.

How do you feel we can best assist
women with administrative aspirations
In home economics?

Please return the questionnaire In the
attached, stamped, pre-addressed envelope
to

Anne H. Rideout
Post Office Box 432
Storrs, CT 06268

23

.

2

If you replied yes to question 59,

THANK YOU VERY MUCH

!
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Connecticut

POST OFFICE BOX 43?
STORRS, CONNECTICUT 06268

October

1,

1973

As a woman home economics administrator, you hold membership in an exclusive
group. You have successfully deviated from the mainstream of American women
educators by achieving appointment to an administrative position in higher
education. Yet, your achievements have been largely unrecognized by those
outside the home economics profession.

With the urging and cooperation of members of the American Home Economics
Assoc iation the Association of Administrators of Home Economics and the
Nationa 1 Council of Administrators of Home Economics . a profile of women
home economics administrators is being developed.
.

.

This research seeks to draw attention to your achievements and to focus on
examination of the following factors which have been linked to career aspirafamily situation, education, work history, and
tions and accomplishments:
career pattern. The study also seeks to determine if there were support
mechanisms associated with your occupational achievement which might help
others with administrative aspirations.

We know the demands on your time; therefore, the attached profile questionnaire
has been highly structured so that you can complete it quickly, without the
need for reference to other materials. You are assured that all individual
responses will be held in strictest confidence, and findings will be used only
in group analyses. Any coding on your form is for internal data processing
and will be known only to the researcher. Summary data will be sent to you
upon request.
It is important, both to the home economics field and to women, that your
competences and accomplishments be recognized, and that we know what factors
have influenced your upward mobility. We hope you will find the questionnaire
interesting to answer, and that you will complete and return it to us by
November 1 . For your convenience, a stamped, pre-addressed envelope is enclosed.

Thank you for your contribution to our profession!
Sincerely

t

Dr. Margaret Mangel, Ch.yrman
Association of Administrators
of Home Economics
Dean, College of Home Economics
University of Missouri

Sine Hollwway Rideout
Researcher
Coordinator, Special
Extension Programs
University of Conn.

f.
D^T Jane L. Rees, Chairman
Nat 'l Council of Administrators of Home Economics
Chmn . Home Economics Dept.
Miami University
,
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The University of Connecticut

OFFICE

MEMORANDUM

to

Date

from

November 14, 1973

Anne H. Rideout, Coordinator
Special Extension Programs

Because of your unusual occupational achievement as a
woman administrator in higher education, in early
October Dr. Margaret Mangel, Dr. Jane Rees (chairmen
of the two national associations of home economics
administrators), and I wrote asking you to be part
of a profile of women home economics administrators
which is being developed.
We know October was a busy month, so it is easy to
understand how our correspondence might have gotten
put in that "to do" stack and our deadline slipped
your mind.
But we feel your response is so important
to our profession, we are enclosing a duplicate of our
original letter and the profile questionnaire (the
questionnaire was pretested many times, so you could
answer it quickly without the need for reference to
other materials)
so necessary to have your profile contribution
a pre- addressed, stamped (AIR MAIL)
immedi ately
envelope is attached to the questionnaire.
It

is

,

Thank you again for your contribution to our profession.
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